








TURNER, AVIS W. B. S. UNIVERSITY OF  
 
 MASSACHUSETTS, BOSTON, 1985 
 
   M.S.W. BOSTON UNIVERSITY, 1998 
    
 
A STUDY OF THE CORRELATION BETWEEN JOB SATISFACTION AND 
ORGANIZATIONAL CHARACTERISTICS, JOB TASK FACTORS, AND 
PERSONAL CHARACTERISTICS AMONG SOCIAL WORK  
SUPERVISORS AND ADMINISTRATORS IN THE  
UNITED STATES 
 
Committee Chair:  Richard Lyle, Ph.D.  
Dissertation dated December 2018  
This study explores which factors are better predictors of job satisfaction by 
measuring the relationship between job satisfaction and organizational characteristics; job 
satisfaction and job task factors; and job satisfaction and personal characteristics among 
social work supervisors and administrators in the United States. The Afrocentric 
paradigm, which has the potential to address human conditions regardless of worker race, 
ethnicity, gender, social or geographical location, provides understanding for how social 
work supervisors and administrators utilize resources and roles to increase leader job 
satisfaction rates. An Afrocentric approach is used in this study to show how social work 
supervisors and administrators can be effective change agents and active participants in 
ii 
 
promoting levels of satisfaction, and in advancing the importance of leadership initiatives 
that focus on increasing leader job satisfaction rates. The Afrocentric paradigm provides 
a means for reducing stress levels and countering the negative images and challenges that 
prevent worker’s functioning at their highest potential. The merits of this study provide 
organizations an opportunity to draw from social work supervisors’ and administrators’ 
experiences to establish new ways to respond to the social service executive management 
challenge of maintaining stable social work leader job satisfaction rates.  
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Social workers often face many challenges throughout their workday. Their 
responsibilities involve ongoing supervision of employees, and intense work with 
consumers in complex situations. Much research has been conducted on the rates job 
satisfaction among social workers. A study by Cole, Panchanadeswaran, and Daining 
(2004) revealed the following:  
Factors that attributed to increases in job satisfaction among social workers 
included satisfaction with salary, job autonomy, opportunities for promotion, 
quality of supervision, and good working conditions. Job satisfaction decreased 
for social workers who had a heavy workload, poor salary, lack of support from 
coworkers, unpleasant working conditions, and negative feelings about their work 
environments.  (p. 2) 
The study found that social workers who experienced high levels of stress typically had 
high caseloads, and often attributed lack of support from their immediate supervisors and 
administrators as a contributing factor for job dissatisfaction (Lambert, Hogan, & Barton 
2001; Nissly, Mor Barak, & Levin, 2005; Pasupuleti, Allen, Lambert, & Cluse-Tolar,  





Milam (1992) suggested that the Afrocentric paradigm included a unique lens for 
analyzing stress, perceived forms of oppression, and task factors that lead to 
dissatisfaction among workers in the workplace. The Afrocentric perspective supported 
the well-being and mental health of all individuals because it is a humanistic structure. 
Due to the nature of their work, social workers were more likely to reported job 
dissatisfaction, lack of job fulfillment and leave the profession prematurely caused by a 
lack of positive work engagement (Nissly, et al., 2005; Pasupuleti, 2009; Ting et al., 
2011). Social workers attributed the lack of supervisor and administrator support to 
increased rates of not feeling fulfilled on their jobs and being unclear of their job duties 
and responsibilities (Calitz, Roux, Hermon-Strydom, 2014). Stressors identified from the 
Afrocentric purview spoke to one’s health and well-being and were directly tied to a 
worker’s psychological, intellectual, spiritual and emotional needs. Research showed that 
the more satisfied social workers and employees were with their jobs, the less likely they 
were to leave their positions (Calitz et al., 2014; Ellett,  2007; Mor Barak, Nissly, & 
Levin, 2001; Nissly, et al., 2005; Okediji, Etuk, & Anthony, 2011; Rai, 2010; Tham, 
2006). Organizations that invested in developing programs to improve worker job 
satisfaction had higher incidences of worker job satisfaction. This resulted in long-term 
worker commitment and an embedded value system of commitment to the organization 
that motivated and retained the overall employee base within the organization (Ejaz, 
Noelker, Menne, & Bagaka, 2008; Fakunmoju, Woodruff, Kim, LeFevre, & Hong, 2010; 
Fila et al., 2014; Rai, 2010). Therefore, to ensure job satisfaction rates were maintained 





focused on motivating and improving job satisfaction rates among social workers which 
could be operationalized within agencies to promote quality and enhanced service 
measures for clients (Fakunmoju et al., 2010; Fila et al., 2014; Poulin, 1994, 1996; Rai, 
2010). Research showed a direct link between high social worker job satisfaction rates, 
high client service delivery rates, and agencies with high job satisfaction rates among its 
staff and agencies that attracted skilled social workers (Barth, Lloyd, Christ, Chapman, & 
Dickinson, 2008; Poulin & Walter, 1992). Social work supervisors and administrators 
provided a professional disservice to their staff and organizations by not placing 
appropriate priority on developing programs that focused on the improvement and 
maintenance of stable employee job satisfaction rates (Barth et al., 2008; Poulin & 
Walter, 1992). Social work supervisors and administrators experienced the negative 
consequences of their inability to cope with executive pressure, such as, burnout or high 
job turnover (Landsman, 2007; Rai, 2010; Wagaman, Geiger, Shockley, & Segal, 2015).  
 Social work supervisors and administrators who placed emphasis on job 
satisfaction and the well-being of their workers had the potential to enhance their 
employees’ role within the agency, while also reducing negative outcomes such as 
absenteeism, increased retention, and delayed productivity (Crump, 2008). This parallels 
Asante’s descriptor of the cognitive and structural aspects of the Afrocentric paradigm, 
when he reinforced the functional aspect of knowing to include the doing. In this regard, 
Asante purported that social work supervisors and administrators not only must reinforce 
their employee’s spiritual balance and collective view-of-self (functional aspects) but 





such as salary, job autonomy, opportunities for promotion, quality of supervision, good 
working conditions, support from coworkers, perceived efficacy, and social supports 
contributed to increased job satisfaction for social workers. Hence, social work 
supervisors and administrators played a critical role in the nurturance within a work 
environment and climate that motivated and preserved continued rates of social worker 
job satisfaction and commitment to an organization (Crump, 2008). Furthermore, many 
agencies experienced a shift and improvement in practice behaviors that resulted in 
greater job satisfaction rates as social worker supervisors and administrators received 
supportive leadership from their agencies, executive management and organizational 
boards of directors (Johnco, et al., 2014). The strength of social work supervisors and 
administrators allowed for a sense of satisfaction in one’s work, thus, enhanced job 
satisfaction rates as a whole within an agency (Poulin, 1996; Simons, 2006). To improve 
internal and external factors that deter job satisfaction rates, members of the social work 
profession explored which variables impacted employee job satisfaction and retention. 
Social work supervisors and administrators identified and evaluated those factors that 
were necessary for employee needs to be met as a crucial determinant in whether job 
satisfaction rates flourish or fall into disarray within an agency (Poulin, 1996; Poulin & 
Walter, 1992; Wares, Dobree, Rosenthan, & Wedel, 1992; Westbrook, Ellis, & Ellett, 
2006; Westover, 2011).  
 Emotional and physical demands of the work environment were found to diminish 
job satisfaction rates as well as an agency’s climate and organizational behavior. 





organizations or agencies carried out or defined its resources or autonomy, and provided 
effective services (Hafford-Letchfield, 2012). Some social workers believed that they 
were unable to fully serve clients due to their agency’s vacillating behaviors and policy 
stances. By better understanding job satisfaction in mixed work settings (i.e., medical, 
long-term, social services, mental health/developmental disabilities), I will provide 
evidence-based practices for more effective analysis of job satisfaction within the work 
environment. The Job Descriptive Index (JDI) was used in this study to evaluate social 
work supervisor and administrator perceptions of organizational and personal 
characteristics, and job task factors; and the impact on job satisfaction of social workers. 
Social work supervisors and administrators were used within the context of the 
Afrocentric paradigm to identify and evaluate what factors influence job satisfaction. a 
more successful work climate can be established. 
While social work supervisors and administrators have a responsibility to 
motivate their employees to perform well in their jobs, to carry out the policies of their 
respective agencies, and to ensure that agency programs deliver program services to the 
identified clients, job satisfaction rates among social work supervisors and administrators 
have been strongly influenced by changes in increased workload, rates of worker 
autonomy, rates of compensation and opportunities for training, reduced funding, rates of 
supervisor and coworker support, and factors impacting physical and mental stressors 
(Poulin, 1992, 1994, 1996). This study asked social work supervisors and administrators 
if their job satisfaction were affected by (a) organizational characteristics, which included 





and satisfaction with their salary and benefit package they received at work; (b) job task 
factors, which included the scope of practice and level of autonomy given on the job; and 
(c) personal characteristics, which included demographic descriptors of age, race, gender, 
health, ethnicity, culture, socioeconomic status (SES), marital status, and nonwork related 
factors such as the ability to balance personal lives, work and feelings of self-worth 
(Poulin, 1992, 1994, 1996).  
The Afrocentric paradigm, which undergirds this study, spoke to the strengths and 
capacity of African people and highlights the importance of humanity (Bent-Goodley, 
2005). This paradigm encouraged social workers to address the human condition and 
acknowledged human development regardless of race, ethnicity, gender, social or 
geographic location (Harvell, 2008). When these actions were taken, social work 
supervisors and administrators provided a worldview that was inclusive of all workers 
and promoted the fundamental goodness of employees, encouraged individuals and 
collective functioning, understood the role and significance of spirituality, and 
acknowledged the critical ways workers were interdependent on one another (Bent-
Goodley, 2005; Schiele, 2013). These concrete notions of fortitude and linkages 
encouraged a sense of agency that can be interjected into practice, policy and research 
within different practice areas of social work (Borum, 2014; Byrdsong, Mitchell, & 
Yamatani, 2013; Schiele, 2010).  
An African-centered social work supervisor or administrator should fully have 
understood how to utilize these variables to inform innovative practices, encourage and 





administrators have the capacity to create evidenced-based practices that exhibit the 
significance and potential role of the employee, while instilling confidence, motivation, 
ownership and self-pride (Bent-Goodley, 2014; Borum, 2007; Wang, Wong, Tran, Nyutu, 
& Spears, 2013). For example, social work supervisors and administrators should clarify 
in discussions with employees the important ways that humanistic values, autonomy, the 
significance of self-knowledge, how personal experiences can be interwoven into their 
work setting. The Afrocentric paradigm can be surround an employee with a protective 
factor that allows the employee to understand how to use concepts specific to the 
Afrocentric perspective as a tool for self-preservation, intervention, understanding, and 
relationship building (Daniels, 2012; Edgell, 2007; Martin & Martin, 2002; Wheeler, 
Ampadu, & Wangarl, 2002).  
The Afrocentric paradigm is purported to be a way of thinking, acting, and living 
to advance social justice and human rights (Bent-Goodley, 2005; Dyson & Smith Brice, 
2016; Hopkins, 2013). It also is a way to instill self-power. It can strengthen relationships 
between individuals, workers, and within diverse communities. Afrocentricity opened 
doors for important dialogue and paved the way to examine the relationship between job 
satisfaction and organizational characteristics; job satisfaction and job task factors; and 
job satisfaction and personal characteristics among social work supervisors and 
administrators. 
 
Statement of the Problem 
 
Literature regarding the relationship between job satisfaction rates of social work 





satisfaction rates and their job task factors, and job satisfaction rates and worker personal 
characteristics in the United States was virtually nonexistent. Current literature on social 
worker job satisfaction came from national studies and was mainly focused on direct 
social services staff in the areas of productivity, retention, stress and burnout (Mor Barak, 
Nissly, & Levin, 2001; Reagh, 1994; Stalker, Mandell, Frensch, Harvey, & Wright, 
2007). Studies on social work leadership were outdated and suggested a need for 
additional research on this topic (Poulin, 1994, 1996; Poulin & Walter, 1992, 1993a, 
1993b; Landsman, 2007). As a result of the scarcity of research in this area, there was a 
documented need to study the relationship between social worker supervisor and 
administrator job satisfaction rates and organizational characteristics, job satisfaction 
rates and job task factors, and job satisfaction rates and personal characteristics. The 
current study added to the dearth of research on job satisfaction and informed policy and 
practice by providing data specific to the job satisfaction rates of social work supervisors 
and administrators in the United States. 
 
Research Questions 
 Five research questions were addressed in this study:  
RQ1:  Is there a relationship between organizational characteristics and the job 
 satisfaction rates of U.S. social work supervisors and administrators? 
RQ2:  Is there a relationship between job task factors and the job satisfaction 
 rates of U.S. social work supervisors and administrators?   
 RQ3: Is there a relationship between personal characteristics and the job 





 RQ4: Is there a difference in the job satisfaction rates of U.S. ethnic minority 
 social work supervisors and administrators and U.S. nonethnic minority 
 social work supervisors and administrators?   
 RQ5: Is there a difference in the job satisfaction rates of U.S. female social work 
 supervisors and administrators and U.S. male social work supervisors and 
 administrators?   
 
Hypotheses 
 The null hypotheses for the study are: 
 Ho1: There is no statistically significant relationship between organizational 
characteristics and job satisfaction rates of U.S. social work supervisors 
and administrators.  
 Ho2:  There is no statistically significant relationship between job task factors 
and job satisfaction rates of U.S. social work supervisors and 
administrators. 
 Ho3:  There is no statistically significant relationship between personal 
characteristics and the job satisfaction rates of U.S. social work 
supervisors and administrators.  
 Ho4:  There is no statistically significant relationship between U.S. ethnic 
minority social work supervisors and administrators and U.S. nonethnic 





 Ho5:  There is no statistically significant relationship between U.S. female social 
work supervisors and administrators and U.S. male social work 
supervisors and administrators?  
 
Significance of the Study 
This study acknowledges that a gap exists in literature in the relationship between 
job satisfaction rates of social work supervisors and administrators and their respective 
organizational characteristics, job satisfaction rates and their job task factors, and job 
satisfaction rates and worker personal characteristics in the United States. Social Work 
supervisors, administrators, and their executive boards can benefit from job satisfaction 
research among social work supervisors and administrators in the United States. This 
study provides up-to-date information on the relationship between job satisfaction and 
organizational characteristics, job task factors and personal characteristics, and will help 
administrators and social work leaders make better decisions about efficient supervision 
models and efforts that lead to maximum employee job satisfaction. Equally important, 
this study’s findings also will inform the use of the Afrocentric paradigm in social work 
policy and practice to improve job satisfaction among social work practitioners.  
The significance of social work supervisors and administrators applying the 
Afrocentric paradigm to worker job satisfaction is the service of describing, explaining, 
solving and preventing problems that workers face every day and instilling in them the 
autonomy, self-knowledge, spiritual balance, humanistic values, and matrix roles used to 
cope in stress-filled environments. It is these latter concepts, defined by the Afrocentric 





Westover (2011) also asserts the relevancy of job satisfaction research and 
purported that it should be used among organizational leaders to motivate employees, 
increase job satisfaction rates and achieve organizational goals. Until we see a 
programmatic shift within organizations and specifically change leadership philosophy in 
practice by adopting ways to increase job satisfaction rates of social work leaders, 
research will continue to cite a need to identify interventions to increase job satisfaction 
rates among social workers. Simply put, until leaders take the “bull by the horn,” 
increased levels of job satisfaction will remain on the backburner of agencies and 
organizations.  
 
Definition of Terms 
Key concepts are used throughout this dissertation. For purposes of clarity and 
understanding, the following definitions are used. 
Afrocentric Paradigm: A revolutionary shift in thinking proposed as a    
constructural adjustment to black disorientation, decenteredness, and lack of agency  
(Asante, 2009).  
 Afrocentric Perspective: Defined as that invisible universal substance that 
connects all human beings to each other and to a Creator or a Supreme Being (Schiele, 
1996). 
 Afrocentric Social Work Practice (ASWP):  A method of social work practice 
based on traditional African philosophical assumptions that are used to explain and to 





 Job Satisfaction: The level of fulfillment and gratification social work 
supervisors and administrators received performing their duties based on their respective 
job tasks, personal and organizational characteristics (Poulin, 1992, 1994. 1996).  
 Job Tasks: The tasks involved with performing the day-to-day duties of the job 
related to this attribute of job satisfaction is the amount of autonomy employees had an 
opportunity to exercise over their own work (Saari & Judge, 2004). 
 Organizational Characteristics: How an organization/agency arranges, 
manages, guides, and operates itself (Oldham & Hackman, 1981), and includes areas 
such as centralization, formalization, instrumental communication, supervision, and 
legitimacy (Lincoln & Kalleberg, 1990).  
 Personal Characteristics: Gender, ethnicity, race, sexual orientation, religious 
beliefs, and personal values that may be central to an individual’s group identity (Poulin, 
1992). 
 Social Work Administrator: To organize and supervise the delivery of social 
assistance programs, either directly or through others; oversees the process of helping  
people cope with everyday issues, such as relationships and family problems (National 
Association of Social Workers, 2017). 
 Social Work Supervisor: The relationship between supervisor and supervisee in 
which the responsibility and accountability for the development of competence, 
demeanor, and ethical practice take place. Social work supervisors provide 
administrative, clinical and supportive supervision to less-experienced social workers  





 Transformational Leadership: A style of leadership that motivates individuals, 
groups or systems to change the manner in which they problem-solve; attain goals and 
achieve daily tasks. A transformational leader motivates his or her staff optimally by 
utilizing skills of inclusivity and challenging his or her employees to reach their highest 









REVIEW OF LITERATURE 
 
 
This literature review provides an overview of research specific to job satisfaction 
among social work supervisors and administrators and showed how the Afrocentric 
perspective could add value to improve productivity, performance and job satisfaction in 
human services. The definition of job performance varied but for purposes of this 
dissertation, it was viewed as helping clients/consumers reach their full potential and 
goals in order to live healthier, more productive, sustainable lives, and to build effective 
organizations (Winkworth, 1999). Performance, then, was the process of systematically 
building one’s effectiveness against an organizational predetermined measure 
(BusinessDictionary.com). 
 Winkworth (1999) stated, “The purpose of performance measurement was to 
influence people and their behavior, including their decision-making,” an effort which 
simulated Afrocentricity, which shared a fundamental collective experience. 
Afrocentricity argued that the link between sociocultural values and organizational/ 
agency performance was essential for efficient operations (Afro-centric Alliance, 2001; 
Mangaliso, 2001; Karsten & Illa 2005), and that knowledge, skills, competencies, 
supervision, autonomy and leadership were germane to performance satisfaction. 
Concepts specific to the Afrocentric perspective were omnipresent in almost all 





administration included faith, reliance on one other, spiritualism, self-knowledge and 
personal experience, and humanistic values (Asante, 2009; Khomba, Vermaak, & Gouws,  
2011). 
Thus, this chapter began with the historical perspective of job satisfaction among 
human services employees. It then transitioned to an overview of previous research on 
the job satisfaction of social work supervisors and administrators, followed by the 
predictors of job satisfaction in the context of organizational characteristics. The author 
closed with job task factors and personal characteristics, which asserted that the 
Afrocentric paradigm was central to social work supervisor and administrator 
management, which embodied “if a person is treated well, they in turn treat others well, 
and the ripple effect ensues.” This suggested that workers benefit, needs were met, and 
change occurred both within and external to the work environment. This literature review 
encapsulated theory from both Afrocentric and Eurocentric perspectives. 
 
Historical Perspectives of Job Satisfaction in Social Services 
Since the 1930s, job satisfaction was a concern of the business world because job 
satisfaction was closely associated with productivity (Wagner, 1995). However, this 
association had flaws and it soon came to realization that the importance of job 
satisfaction lied within the humanitarian values of the social work profession. Equally 
important was the economic impact of job turnover, which was concerned about client 






Low job satisfaction continued to remain an issue in current workplace settings. 
According to Rothman (1974) and Waymer (1995), when social workers experienced job 
dissatisfaction, a sense of powerlessness ensued; and humanitarian and economic 
concerns occurred.  “Humanitarian concerns stemmed from management who preferred 
that people be satisfied with their jobs … and were found to be related to life satisfaction 
and mental and physical health” (Waymer, p. 34). Other studies on job satisfaction in the 
field of social work focused on issues that related to direct service workers such as child 
welfare worker job satisfaction and turnover (Reagh, 1994; Vinokur-Kaplan, 1986, 
1991), productivity (Winefeld & Barlow,1995), retention (Dickinson & Perry, 2002; Mor 
Barak, Nissly, & Levin, 2001), worker commitment (Landsman, 2001), workload and job 
satisfaction (Stalker, Mandell, Frensch, Harvey, & Wright, 2007), stress, social support 
and worker intention to leave (Barth et al., 2008; Nissly et al., 2005; Westbrook, Ellis & 
Ellett,  2006; Yamatani, Engel, & Spjeldnes, 2009), and worker burnout (Drake & 
Yamada, 1996; Evans, Huxley, Gately, Webber, Mears, Pajak et al., 2006; Hansung and 
Stoner, 2008; Jayaratne & Chess, 1984; Jayaratne, Chess, & Kunkel, 1986; Jayaratne, 
Hinle, & Chess, 1991; Poulin & Walker, 1993a, 1993b; Savicki & Cooley, 1994). This 
begs the economic question by Rothman (1974) and Waymer (1995) on “whether 
administration invested adequate time and money to increase satisfaction on the job for 
workers” (p. 34). This directly addressed the issue of absenteeism and turnover identified 
by Dickinson and Perry (2001), Mor Barak et al. (2001), and Vinokur-Kaplan (1986, 
1991), and there was very little empirical data that could be used to determine the current 





experiences related to performed personal job task factors, organizational, and personal 
characteristics (Hayes, 1979; Poulin, 1992, 1994, 1996; Silver, Poulin, & Manning, 
1997). Research showed higher levels of job satisfaction among other mental health 
professionals (Jones, Hohenshil, & Burge, 2009) and child welfare program 
administrators (Wares, Dobrec, Rosenthal, & Wedel, 1992). 
Social service agencies were positioned as major deliverers of micro, mezzo and 
macro social work services to the underserved and others who were designated as those 
in need of resources (Acker, 2010; Hansung & Stoner, 2008). Social service and more 
specifically, social work professionals employed in most public and private social service 
agencies often struggled with low worker morale, high stress levels, burnout, and 
dissatisfaction with organizational resources (Day, 2006). Two often-overlooked 
components in these settings were race and culture. Socialization and the consequential 
cultural values of individuals in these settings played a significant role in worker needs 
for job satisfaction (Chiu & Kosinski, 1999). According to Daniels (2012), many social 
service agencies consisted of two main cultures, mainly Eurocentric and Afrocentric.  
Afrocentricity was grounded in the valuing of people and interpersonal 
relationships, and cooperation, respect, unity and harmony which were regarded as key 
components for a multi-cultural society. Asante (2009) expounded that Afrocentricity 
enthroned centrality and that black ideals and values (Afrocentric) activate consciousness 
at a functional level, which allowed individuals (workers) to understand and develop 
relationships and increased knowledge to the extent of showing appreciation those in 





happy worker was most likely pleased with his or her pay, work activities, colleagues, 
opportunities for career advancement, supervision, with respect to the job (i.e., 
leadership, recognition, validation), spiritual balance, and autonomy.  
Research indicated that social service workers in public child welfare agencies 
experienced high levels of stress and lower levels of job satisfaction due to the 
organizational shifts that were focused on the provision of preventative and rehabilitative 
services with limited program resources (Jayaratne & Chess, 1984; Laird, 1985; 
Jayaratne, Chess, & Kunkel, 1986; Glisson, 1989; Jayaratne, Hinle, & Chess, 1991; 
Poulin & Walker, 1993a; Abramowitz, 2005; DiNitto & Cummins, 2007; Hansung & 
Stoner, 2008; Acker, 2010). Noordin and Jusoff (2010) suggested that a close relationship 
between culture and the work environment, and the dimensions of job satisfaction 
supported this relationship. The Afrocentric paradigm embraced communication, trust, 
and tolerance, and values relationships, which were a viable approach for dealing with 
low worker morale, stress levels, burnout, and job dissatisfaction. Noordin and Jusoff 
(2010) argued that understanding an agency’s culture and performance was essential for 
job and performance management. These principles were consistent with the Afrocentric 
humanistic values of dignity, in addition to the inherent rights that all human beings have 
subscribed to by in order to ensure community well-being and survival for all. 
The “Great Depression” was one of the most notable times in American history. 
Americans experienced severe economic depravity (DiNitto & Cummins, 2007; Jansson, 
2009). Persons from all social classes were impacted and solicited the financial and relief 





during times of critical suffrage emerged and social workers were forced to provide 
limited services with minimal resources, which was evident from the provisions offered 
in local soup kitchens, welfare houses and church society programs organized throughout 
the country (Berkowitz, 1991, DiNitto & Cummins, 2007; Jansson, 2009; Westover, 
2011).  
Between the 1930s and the years after the economic downfall of the Great 
Depression, welfare organizations made provisions for their respective catchment 
population based on the implementation of moral codes of conduct derived from the 
practice of “moral standard,” (Jansson, 2009, p. 70; Patterson, 2001, p. 182). With the 
passage of the Social Security Act of 1935, the federal government scantily provided for 
the basic necessities of the American poor and others in need through the development 
and implementation a “welfare state,” that expanded beyond the post-war years (Jansson, 
2009, p. 211). The poor were considered to be morally “inept ,” and the elite viewed 
poverty as a “moral flaw.” The ideology of the “suitable home” influenced both the 
process and level of services provided to people that were determined to be “morally fit,”  
(Jansson, 2009, p. 52, 59, 95). This notion seemed to drive the underlying rationale for 
the development of human service policies and programs established by policymakers 
and implemented by social service administrators (Abramovitz, 2005; DiNitto & 
Cummins, 2007; Hasenfeld, 2010; Jansson, 2009).  
During the 1960s, many government agencies were hard hit by increased inflation 
levels and were forced to subcontract to community-based human service agencies in an 





1960s, the 1970s were impacted by high poverty rates and the deindustrialization which 
resulted in the increased need for human service programs to address the social 
difficulties experienced by the citizenry of that time (Westover, 2011). Former President 
Ronald Reagan in the 1980s depleted funding for social service programs through tax cut 
legislation which resulted in high areas of need for human services resources among the 
poor and underserved. Consequently, by mid-1996, the Personal Responsibility and Work 
Opportunity Act was passed and was established as a way to reform the manner in which 
social welfare programs were administered and the Act encouraged welfare recipients to 
transition from welfare back to the work environment (Westover, 2011). As a result of 
the enactment of this legislation, welfare recipients were required to participate in 
mandatory employment preparation programs which prepared them to earn a reasonable 
wage and provided for their families without the illusive crutch of the welfare system 
(Abramowitz, 2005; Miller, 2003).  
Social services organizations struggled over time to remain financially and 
programmatically solvent amidst financial instability when they were faced with 
recurrent budgetary cuts and shrinking staff levels (Westover, 2011). Policymakers were 
encouraged to increase the number of weeks underserved recipients could receive 
unemployment and food stamp benefits; provide additional rental assistance vouchers, 
and provide an expansion the Temporary Assistance for Needy Families (TANF) and 
other fiscal relief to states across the U.S. Consequently, shifts in government operational 
priorities catastrophically influenced higher rates of low self-worth, anxiety, depression 





mental health and social service programs and services that were already strained by the 
demands of an unstable economy (Parrot, 2008; Reardon, 2011; Ruffing & Horney, 
2011). Gallup poll statistics indicated that the American economy experienced 
catastrophic losses and shifts in social service programming between 2007 and 2009 
(Glicken & Robinson, 2013). Weaver  (2008, as cited in Glicken & Robinson, 2013), 
noted that American workers experienced lowered rates of job satisfaction, motivation 
and job retention due to their work no longer being rewarding, that the pay received was 
minimal and that there was limited job security. Workers further experienced recurring 
bouts of physical ailments they attributed to increased bouts of direct stress from their 
jobs which resulted in higher rates of intention to leave one’s job (Glicken & Robinson, 
2013).  
A review of historical data among social service agencies showed that many 
human service agencies enacted strict organizational policies as a way to maintain 
programmatic funding during times of economic instability, which resulted in a push 
from organizational leadership to swiftly promote direct service staff to mid-management 
positions (Reardon, 2011). Research study data indicated that a strong correlation was 
found between the higher promotion rates of mid-level managers and job task and 
organizational factors (Haynes, 1979). Data revealed that job satisfaction rates of mid-
level managers impacted the job tasks factors of job stress, higher caseloads and the 
organizational factors of supervisor support, organizational resources and professional 
development opportunities, respectively (Haynes, 1979; Ruffing & Horney, 2011). Study 





were more apt to accept their new positions rather than face demotion or unemployment 
due an increase in rates of poverty and unemployment (Haynes, 1979; Ruffing & Horney, 
2011).    
Government cutbacks and changes in human service policy for managed care 
impacted the delivery of social services. Therefore, many American lawmakers 
reconsidered legislation to mandate the re-occurrence of government cutbacks of social 
service programs, which left vast number of Americans without basic resources essential 
for maintenance of their daily existence (Reardon, 2011). Market trends in mental health 
and social services over the last decade showed an increase in the need for creative and 
innovative social service/mental health interventions, (i.e., Mobile Crisis Teams (MCT), 
Community Service Board (CSB); Assertive Community Treatment (ACT), Mental 
Health Intensive Case Management (MHICM), Medical Foster Care (MFC), Community 
Nursing Home (CNH) and other community-based out-patient mental health programs 
took the place of costly long-term inpatient psychiatric and hospital based mental health 
care. Social workers drew from the guiding principles of the profession built upon their 
advocacy efforts and moved towards shifting social welfare policy and practice 
(Eisenberg, 2005; Fisher, 2005; Mizrahi & Berger, 2005; Reardon, 2011).  
Social workers referred to the onset of managed care and cost-containment 
measures imposed upon social work programs as unnecessary regulation and oppressive 
in nature. Social workers of today, as in the past, also had a unique opportunity to 
position themselves to be systemic change agents who could potentially impact 





social workers were required to abide by ethical standards which promoted and 
encouraged the facilitation of open dialogue with government leaders to ensure that an 
adequate process was established to monitor accountability, policy development, program 
management and process improvement measures at the highest levels. Social workers 
welcomed the challenges presented by the implementation of managed care and cost 
containment policies across sectors for clients (Eisenberg, 2005; Fisher, 2005; Hazy, 
2006; Higgs, 2003; Mizrahi & Berger, 2005; Reardon, 2011).  
The effects of systemic change within healthcare environments, particularly 
within hospital settings, and social work administrators’ behaviors and responses were 
examined. Study findings indicated that social work leaders experienced a negative 
impact by the implementation of cost containment measures. Findings showed a 
correlation between decreased leadership responsibility, direct service roles and 
leadership responsibilities and organizational restructuring (Mizarhi & Berger, 2001).  
Contrastingly, social workers that provided services in their health care private practices 
experienced higher rates of job dissatisfaction during times of cost containment.  
Social workers continually faced crucial challenges and stressors when they met 
the demands of managing increased caseloads, the need adhere to stricter practice 
guidelines, and the need to carry out their job tasks under reduced autonomy and limited 
organizational resources (Acker, 2010). Social workers further struggled to meet the 
limiting access to resources, costly services and an increasing demand for the 
development of new management skills. Social work supervisors and administrators must 





2010; Egan & Kadushin, 2004). As “baby boomers aged and the American population 
grew, the grueling effects of economic uncertainty continued nationwide, an increase in 
the need for social work leaders who could effectively manage social service programs in 
the provision of optimal social service program delivery was needed. Some researchers 
purported, however, that social workers responded less favorably when employed in large 
bureaucratic organizations within child welfare, and health care industries (Proctor, 
2003). 
During times of immense societal challenges, whether the ravages of terror plots 
or the devastation of natural disasters became a reality, social service programs were 
called upon to deliver emergency mental health, victim and crisis intervention services. 
Emergency responses to disasters and other crises often resulted in a depletion of social 
service program funding. Crises often resulted in increased rates of joblessness and 
poverty as well as modifications in budget appropriations and spending (Haynes & 
Mickelson, 2006; Mandell, 2002). Social work leaders faced the challenge of providing 
optimal programs and services amidst times of budget cuts, stringent rules caused by 
managed care, organizational mergers and restructuring (Goldkind & Pardasani, 2012; 
Parrott, 2008). To date, several programs reported recurrent program deficits and 
operational challenges that still gravely impact service delivery due to shifts in 
governmental priorities that have yet to be reconciled programmatically and have resulted 
in many agencies re-aligning their agency focus from serving the poor and indigent just 
to survive (Gulali, Nohria, & Wohlgezogen, 2010 Parrott 2008; Ruffing & Horney, 2011; 





that relied on state and federal funding and were salient, re-assessed operational budget 
practices, programmatic service delivery and staffing patterns daily in order to provide 
services with limited resources (McNichol, Orliff & Johnson., 2011).   
Ethical standards of social work supervisors and administrators may become 
questionable as they must contend with the notion of scaling back on the quantity of 
program services at the risk of client services due to budgetary cutbacks (Acker, 2004; 
Ejaz, Noelker, Menne, & Bagaka, 2008; Fisher, 2005; Poulin, 1996). Research on the job 
satisfaction of social work supervisors and administrators provided limited empirical data 
that was reflective of the changing social, economic and political environment over the 
past twenty years. Past research indicated that social work supervisors and administrators 
had higher rates of job satisfaction than social workers in other practice levels 
irrespective of the challenges they faced with ethical standards and service delivery 
(Acker, 2004; Ejaz et al., 2008; Fisher, 2005).  
In a 1986 study of the Correlates of Job Satisfaction among Human Service 
Workers, Barber drew from a broad range of research studies by his peers and identified 
within the literature review twelve factors that influenced the job satisfaction of human 
service workers. More specifically, he identified (a) work, (b) sense of achievement, (c) 
job challenge, (d) responsibility, (e) recognition, (f) advancement, (g) pay or salary level, 
(h) how work is perceived, (i) value, (j) meaningfulness of the work done, (k) job 
security, and (l) good working conditions. It noted the nature of the work; a worker’s 
sense of achievement; recognition; pay; job security and good working conditions were 





1986). In contrast, Barber noted that job challenge, responsibility, advancement, the 
meaningfulness of the work and how the work was perceived all were strong correlates of 
the job satisfaction of social work managers working in Human Services (Barber, 1986).  
A study on the effects of race on job satisfaction rates among human service 
workers showed significant differences across racial lines among human service workers 
in professional positions. An analysis of data revealed that Caucasian professional human 
service workers had more years of experience, higher salaries and attained higher levels 
of education in comparison to African-American and Hispanic human service workers. 
Personal demographic characteristics of race, age, gender, educational, practice and 
economic levels denoted a direct correlation to job satisfaction with respect to both 
intrinsic and extrinsic factors. Differences in the level of educational attainment also 
revealed statistical significance across racial lines. Among African-Americans human 
service workers there was a statistical significant difference in the marital status as 
compared to other racial groups. There was a statistically significant difference in the 
ages of all racial groups, with Caucasians being the youngest in age in comparison to 
other races. Statistical significance in the overall and intrinsic job satisfaction rates 
existed across racial lines, with higher rates of job satisfaction were found among 
African-American and Hispanic workers surveyed (McNeely, 1989a, 1989b).  
Study data further assessed differences in job satisfaction rates based on gender 
and other personal characteristics. Study findings indicated that males occupied more 
managerial, supervisory and other professional human service positions in addition to 





Additionally, both middle-aged and older males earned a significantly higher salary than 
female humans service workers. The findings also showed that blacks were highest in 
number among middle-aged workers, while data revealed that Asian and Hispanic human 
service workers were the eldest. Study findings further revealed that respondents age 
forty or younger were less satisfied with their jobs in comparison to those who were over 
forty years of age (McNeely, 1989a, 1989b).  
In contrast, Vinokur-Kaplan, Jayaratne, and Chess (1994), found that public and 
nonprofit social workers experienced lower levels of job satisfaction due to fewer 
opportunities for promotion compared to social workers who worked in private practice. 
Additional data from the study revealed that a strong correlation indicated the higher 
levels of pay and job satisfaction among social workers who worked in private practice 
compared to those who worked in public and non-profit agencies. Study findings further 
suggested a strong correlation existed between job security and job satisfaction across all 
three sectors (Vinokur-Kaplan, Jayaratne, & Chess, 1994).  
Researchers assessed the relationship between job satisfaction and job autonomy 
rates among Atlanta-based public and private human service social workers. Study 
findings indicated a difference in statistical significance among women respondents 
existed; however, data from male respondents indicated that there was no statistically 
significant relationship between job satisfaction and job autonomy among male human 
service social workers in Atlanta (Waymer, 1995).  
Research on job satisfaction levels of social workers revealed a positive 





and organization. Study researchers specifically determined the correlation between 
organizational characteristics, types of job tasks performance, pay incentives, 
organizational atmosphere, condition of the building employed, opportunities for 
advancement within the organization and worker job satisfaction. Results from the study 
revealed that a positive relationship existed between worker job satisfaction and the types 
of job tasks which were performed; worker job satisfaction and the amount of work 
which had been performed and worker job satisfaction and pay incentives, respectively 
(Butler, 1990; Poulin, 1996).  
Job satisfaction rates among social workers were higher in relation to the type of 
work tasks that were performed. Research showed job satisfaction rates were also higher 
in relation to the types of coworker interactions and feedback. In contrast, researchers 
indicated that social workers experienced lower job satisfaction levels; experienced less 
satisfaction with pay incentives and caseload size, which often resulted in higher rates of 
intention to leave the respective position or the field of Social Work. Social workers 
further associated their lower rates of job satisfaction to their inability to find less 
stressful jobs in direct Social Work practice, which revealed a strong correlation between 
higher job satisfaction rates and agency type. Data revealed a strong correlation between 
job satisfaction and job characteristics that were performed on the job by workers. Study 
data showed the interconnectedness between job satisfaction and the specified job task 
factors, providing additional support to previous research which indicated that a strong 






The job satisfaction rates of child welfare workers was found to be strongly 
correlated to the quality of supervision, their perceptions of emotional support workers 
received from supervisors, and opportunities for advancement within their organizations. 
Compensation, commitment to stay on the job and a low rate of role conflict was also 
positively associated with job satisfaction rates. Study data revealed a positive 
relationship between job satisfaction, personal, and job characteristics among child 
welfare workers (Barth et al., 2008; Dickinson & Perry, 2002).  
Educational backgrounds of state child welfare employees also indicated a 
relationship between type of social service degree and ability to perform one’s job. Data 
revealed employees with a social work degree were better prepared to perform their jobs 
than those with other degrees. Social work education was found to be directly related to 
higher levels of job satisfaction while lower levels of job satisfaction were found to be 
correlated to role conflict and a worker’s perception that there was an organizational 
climate that sent the message that the organization did not support its workers (Um & 
Harrison, 1998; Zlotnik, DePanfilis, Daining, & Lane, 2005).  
Among urban and rural child welfare workers, job satisfaction was most 
influenced by the quality of supervision a worker has received. Rural child welfare 
workers who possessed a non-social work bachelor’s degree indicated dissatisfaction 
with their jobs in comparison to their colleagues who possessed formal graduate social 
work education. Within the urban child welfare worker population, it was noted that 
those who received more than two hours of weekly supervision reported job satisfaction. 





significantly higher rate of job satisfaction when they received at least two hours of 
weekly supervision (Barth et al., 2008). 
Other job satisfaction research in the areas of job task design among human 
service workers indicated a strong correlation between job satisfaction and the job task 
factors of job autonomy, job task variety, and level of supervision and stress (Allen, 
Lambert, Pasupulet, & Ventura, 2004). Researchers purported that job satisfaction of 
human service workers, like social workers, strongly related to a workers’ job task 
autonomy and their ability to experience ample independence over the types of 
assignments they were in control over. Job satisfaction, like organizational commitment, 
was strongly correlated to the human service employees’ perception of their opportunity 
and ability to remain innovative and creative on the job. A strong relationship was seen 
between the rate of job satisfaction among human service workers and the level of 
productivity specific to a worker’s job tasks (Allen, Lambert, Pasupulet, Cluse-Tolar, & 
Ventura, 2004). 
 
Job Satisfaction among Social Work Leaders 
Societal problems such as poverty, racism, health care, and child welfare 
increased in volume and complexity. Many scholars associated the social ills that were 
previously mentioned and many others to be the root cause of the degeneration of 
society’s ethical value system resulting in decreased levels of care and provisions for 






The decline of social service funding within government resulted in the reduction 
of much needed community resources, which in turn threatened the viability and 
sustainability of non-profit and other community-based organizations (Eisenberg, 2005; 
Parrot, 2008). Increased tax breaks and continued government contracting opportunities 
for for-profit organizations negatively impacted the success of non-profit agencies 
(Abramowitz, 2005; Eisenberg, 2005; Parrot, 2008).  As a result of the critical need for 
social service resources, funding opportunities for social service programs and the 
implementation of effective advocacy campaigns, social work leaders were in a pivotal 
position to lead, advocate and inform a broad base of policy across sectors (Haynes & 
Mickelson, 2006). Funding for social services declined even more under the new tax bill 
with sanctions on spending for health care, education, public transportation, and social 
services; this directly impacted vulnerable populations and placed a greater strain on the 
need for services for individuals. 
Very few empirical studies addressed social work leadership styles that were used 
by agency administrators or delineated the personal characteristics of social work leaders 
across sectors or their rates of job satisfaction (Haynes, 1979; Mizrahi & Berger, 2001; 
Poulin, 1994).  However, empirical research was useful and identified social work 
leadership characteristics within the health care sector that was useful to social work 
leadership in other sectors in the assessment of worker job satisfaction (Claiborne, 2004; 
Gellis, 2001a, 2001b; Marshall & Altpeter, 2005; Mary, 2005; Mizrahi & Berger, 2005; 





In a 1991 study of job satisfaction, an examination of practice and supervisory 
skills of administrators of Indian child welfare programs was given. The findings 
indicated that on the global measure of job satisfaction, less than three percent of study 
participants indicated partial or total dissatisfaction with their jobs (Vinokur-Kaplan, 
1991). Seventy-three percent of study participants reported that they are moderately to 
very satisfied in their current positions; 67% plan to stayed in their present positions; and 
65% reported no planned to seek other employment in the near future (Vinokur-Kaplan, 
1991). The overall study data revealed that Indian Child Welfare workers were generally 
quite satisfied with their jobs and as a group rated their practice and supervisory skills 
moderate to high.   
A study of “Predictors of Job Satisfaction and Organizational Commitment in 
Human Service Organizations,” assessed 319 human service workers in 22 human service 
organizations to analyze simultaneously the effects on both satisfaction and commitment 
of multiple predictors from the three categories of job characteristics, organization 
characteristics, and worker characteristics (Glisson & Durick, 1988). The study suggested 
that job satisfaction and organizational commitment impacted an exclusive hierarchy of 
predictors and that two job characteristics, skill variety and role ambiguity, were the best 
predictors of satisfaction, while two organizational characteristics, leadership and the 
organization's age, were the best predictors of commitment. Only one worker 
characteristic, education, was a significant predictor of commitment, and there were no 






Researchers conducted a meta-analysis of 25 articles comparatively and assessed 
the correlation between worker turnover and their intention to leave their organization 
and their perceptions of the organizational climate and work conditions, and their 
individual personal characteristics. Research findings of the study indicated that burnout, 
job dissatisfaction, availability of employment alternatives, low organizational and 
professional commitment, stress, and lack of social support were the strongest predictors 
of turnover or intention to leave (Mor Barak, Nissly, & Levin, 2001).  
Empirical data within this study supported the notion that the organizational 
culture and job-related duties were the strongest predictors of job satisfaction; hence 
yielding an opportunity for social work leaders and administrators to work towards 
positively impacting job design processes, the redesign of organizational culture and 
commitment efforts as well as the development of employee incentive programs as a way 
to prevent high rates of worker turnover (Mor Barak, Nissly, & Levin, 2001).  
In contrast, study data showed job satisfaction levels among social work 
administrators within non-profit organizations and public service agencies also revealed a 
significant correlation between workplace attitudes, experiences, and job satisfaction. 
Within the study a secondary analysis of national, cross-sectional surveys of National 
Association of Social Work members in 1981 and 1989 revealed changes over time and 
by nonprofit versus public agency auspices regarding sense of professional competencies, 
working conditions, job stressors, and sense of professional support. Job satisfaction of 
managers in both public and nonprofit agencies showed a significant correlation between 





respective organizational leaders. The findings further indicated that nonprofit managers 
experienced an increase in job satisfaction rates when organizational leaders provided 
work incentive opportunities. Social work managers within public agencies also reported 
an increase level of job satisfaction amidst decreases in salary when professional 
development opportunities within the organization were accessible (Vinokur-Kaplan, 
1996; Vinokur-Kaplan, Jayaratne, & Chess, 1994). 
Within the hospital environment medical social work leaders have been strongly 
impacted by organizational change within their institutions and the external environment. 
Additional research of this population further indicated that social work leaders also 
understood the complexities of the health care sector and are able to meet the professional 
and personal challenges of their jobs when the work environment changes (Gellis, 
2001a).  
In a study of social work administrators, the job satisfaction levels among social 
work leaders were assessed. Leadership was defined as motivating, and inspiring 
employees with a clear notion of mission and values (Northouse, 2007). Researchers 
analyzed the factors of perceived levels of available support, negative and positive 
colleague and supervisory experiences, and delineated administrator experiences 
stratified by gender and race. Study data revealed that there was no correlation between 
job satisfaction levels and perceived levels of available support and favorable or 
unfavorable colleague and supervisory interactions (Gant et al., 1993).  Study data, did 
however indicated that African-American workers were perceived by their African-





supervisors. Notably, African-American female supervisors working within public 
organizations were perceived as being less amenable towards fostering a supportive work 
environment compared to their Caucasian male and female social work supervisory 
colleagues. Within private sector organizations, social worker perceptions indicated that 
Caucasian males were least amenable to providing a supportive work environment (Gant, 
Nagda, Brabson, Jayaratne, Chess, & Singh, 1993).  
Hubbell and Chory‐Assad (2005) assessed whether different types of management 
and organizational procedural actions impacted worker job satisfaction and 
organizational culture, particularly worker trust in organizational leadership. Data 
revealed that a positive correlation existed between employee job satisfaction and 
procedural justice measures among organizational leadership, which was a strong 
indicator of employee commitment to an organization. Additional research on job 
satisfaction and organizational climate cited employee commitment to an organization 
and the development of viable workplace relationships as a significant indicator of 
worker satisfaction with job tasks, and heightened innovation resulting in a more positive 
organizational climate.  
The role of the social work supervisor was assessed in order to ascertain whether 
or not there was a correlation between social worker job satisfaction and emotional 
support and the use of workload management measures by supervisors. Data indicated 
that supervisory emotional support and caseload management negatively influenced 
social worker job satisfaction and did not significantly influence overall worker job 





perceived awareness that their respective supervisor was aware and was working towards 
resolving workload issues. In contrast, a study of the supportive role of social work 
supervisors revealed that social work supervisory staff were very influential in motivating 
workers, and developed subordinate social work staff which in turn impacted job 
satisfaction rates (Newsome & Pillari, 1992; Rauktis & Koeske, 1994).  
Findler, Wind, and Mor Barak’s (2007) use of a comprehensive theory-based 
model of the relationship between diversity, organizational culture, and employee 
outcomes positively influenced employee job satisfaction rates. Structural equation 
modeling was used with data from a representative sample of 114 employees of a high-
tech company in Israel. The results point to significant paths between diversity and 
organizational culture variables; and between organizational culture variables such as 
fairness, inclusion, stress and social support on the one hand, and employee outcomes 
such as well-being, job satisfaction and organizational commitment on the other hand. 
The implications of these findings for management practices in social work 
organizations, which face many of the same challenges, indicated with significant 
reference to the promotion of an inclusive organization and a sense of belonging, 
satisfaction and commitment. 
Study data from an examination of 318 social work supervisors and 
administrators indicated that both supervisors and administrators were satisfied with their 
jobs. Social work administrators were found to have a significantly higher level of job 





factors seemed to attribute to the differences in the level of association to higher job 
satisfaction rates among social work supervisors and administrators (Poulin, 1996).  
An examination of social work leaders in 47 workgroups in 22 distinct social 
service organizations attributed successful leadership to be part of a repertoire of 
appropriate management techniques that could effect change within organizations and aid 
in organizational goal achievement.  Researchers also purported that the primary purpose 
of leadership was to affect the climate of the organization so that workers were 
empowered, motivated, and inspired about the goals and mission of their respective 
organizations. When social work leaders effectively motivated their employees, they 
demonstrated leadership qualities that promoted positive attitudes among their staff and 
positively impacted an organizations ability to be successful (Glisson, 1989). 
Landsman (2007) examined the recruitment and retention processes used by Mid-
western child welfare supervisors on their direct social work staff and the impact of those 
processes on worker retention rates and job satisfaction. Study data found that child 
welfare worker retention rates and job satisfaction correlated to having well-trained child 
welfare supervisors on staff that were highly-skilled in motivating their employees and 
directly involved in the professional development of direct social service staff. Social 
work leaders were mandated to implement a child welfare training initiative designed to 
improve child welfare worker retention upon the development, implementation and 
evaluation of a statewide child welfare supervisor training program in a respective Mid-
Western state. Child welfare supervisors identified preferred curriculum content, 





significantly aided in increasing social worker leaderships’ ability to improve worker 
buy-in and retention rates. 
Social work leaders were linked to the administrative functions within clinical 
sub-specialties and many human service initiatives. Social work leaders received minimal 
acknowledgment for their leadership role in the areas of public policy development, 
public administration, managed care and cost containment, policy analysis, legislation, 
and social science research initiatives. Although they received a call to operate at a global 
level across sectors, social work leaders were encouraged to develop leaders capable of 
executive leadership across sectors. Despite the type-casting of policymakers and other 
key stakeholders, social work leaders were able to meet the systematic challenges in their 
attempts to move from their role as a “social servant” to that of a respected national 
leader. In addition, social work leaders, by virtue of their training and practice, were quite 
capable and have the expertise to carry out critical advocacy and national leadership 
outreach and educational campaigns, which could positively impact national social and 
economic policy development and program practice (Hasenfeld, 2010; Haynes & 
Michelson, 2006; Hopps, 1986). 
 
Organizational Characteristics 
Organizations carried out planned change the systematic evaluation of 
organizational resources, program effectiveness and outcome measures. Researchers in 
the field of organizational development have historically integrated theoretical 





the evaluation of issues related to organizational change, work design, and job 
enrichment (Daft, 2010; Hasenfeld, 2010).  
Research findings from data on organizational development indicated that 
organizations work best when an interdependent relationship existed between the worker, 
organizational resources and the systematic development of worker job duties; and a 
work environment that fostered a more enriching work climate. Within the context of 
organizational development and change management in the human service sector, 
researchers found that the theoretical constructs of “motivation theory” and “socio-
technical theory” were useful formats in the analysis of job satisfaction among social 
workers, (Fisher, 2009; Hackman, 1976; Rousseau, 1977). Job satisfaction researchers 
within social work and other behavioral sciences further indicated that job satisfaction, a 
desired outcome measure within socio-technical theory, was dependent on organizational, 
personal and job task factors (Cummings & Worley, 2006; Glisson & Durick, 1988; 
Poulin, 1994; Rousseau, 1977, 1978, 1985).  
Worker job satisfaction has been highly influenced by the quality of 
organizational systems, which included resource availability, supervisory support and 
feedback, promotional incentives, and adequate remuneration. Individual characteristics 
of the worker, that was their ability to cope with stress, educational level, years on the job 
and other demographic factors and job task characteristics such as work caseload, job 
autonomy, and other factors which related to job tasks which also influenced worker 
satisfaction. Worker job satisfaction was achieved when a worker had a positive and 





the availability of organizational resources and other organizational characteristics; as 
well as suitable job tasks such as job autonomy and the personal characteristics of the 
worker (Rousseau, 1977, 1978, 1985). 
Researchers further suggested that when developing job duties for workers, 
organizations developed job duties in a manner that took into consideration worker 
characteristics that enhanced job satisfaction and enrichment. Organizations were also 
urged to provide professional development opportunities, adequate resources and 
included workers in the development of job tasks and work systems in order to achieve 
higher rates of job satisfaction among workers. Researchers revealed that organizations 
that viewed their workers in high regard tended to foster a work environment that was 
interdependent, multidimensional and more apt to reach organizational goals and 
outcome measures (Glisson & Durick, 1988; Poulin, 1994; Rousseau, 1977, 1978, 1985). 
In the study of Social Work Supervisors and Administrators, the principal 
investigator made use of the job satisfaction model that was developed by Dr. Denise 
Rousseau in the assessment of social work supervisors and administrators’ experiences of 
job satisfaction relative to personal characteristics, job task factors and characteristics of 
their respective organizations. Organizational characteristics that were assessed included 
access to supervisory guidance, support and mentoring, proper remuneration and benefits, 
adequacy of resources, colleague support, staff communications and opportunities for 
professional development and training, respectively. Study findings indicated that there 
were strong correlations between supervisor job satisfaction levels and the supervisors’ 





and benefit packages. However, study data did not show that there were statistically 
influential rates of support from colleagues and supervisors or interactions with other 
coworkers; nor were the rates of social work supervisors statistically influenced (Poulin, 
1996).  
Study findings also indicated a strong correlation between job satisfaction rates of 
social work administrators and their respective rates of remuneration and benefits. 
Findings showed that a strong relationship existed between the perceived relationships 
and the interactions social work supervisors and administrators had with their coworkers. 
Contrastingly, study data indicated that there was no correlation between supervisory 
guidance and mentoring and supports from colleagues and job satisfaction of social work 
administrators (Poulin, 1996).  
Empirical study data on worker satisfaction, job demands, and resources reported 
statistical significance in the rates of positive employee attitude and enjoyment, adequacy 
of organizational resources, professional development opportunities and organizational 
leader support. Research data further indicated that employees who perceived that their 
supervisors and coworkers were supportive, trust their input, and recognized the quality 
of their work, experienced higher rates of positive work satisfaction and enjoyment 
(Bakker, Veldhoven, & Xanthaopoulou, 2010).  
In a meta-analytical examination of the correlation between job demands, job 
resources, job fatigue, commitment and safety, researchers reported statistical 
significance between organizational climate, leader encouragement and the mentoring of 





data also revealed a positive correlation between a worker’s level of motivation and their 
ability to perform their job appropriately, hence promoting job safety (Nahrgang, 
Moregeson, & Hoffman, 2010).  
Data from an analysis of employee perceptions of organizational justice and 
managerial trust among workers showed that employees were motivated and accepted the 
organizations’ rationale for the varied scores on employee performance evaluations. Data 
from the study further revealed that an employee’s perception of fairness within their 
respective organization directly linked to their perception that managers and 
organizational leaders trust their employees. Researchers of this study also identified 
three types of justice: (a) interactional justice, (b) procedural justice, and (c) distributive 
justice, respectively. Data revealed that procedural justice was more closely linked to 
management and organizational trust of employees than interactional and distributive 
justice. Study data also indicated that a statistical significance existed between an 
organizations or managers’ ability to positively motivate their subordinate staff and 
positive employee interactions (Hubbell & Chory-Assad, 2005). 
Higher rates of job satisfaction were found among workers who associated their 
respective work environments with fairness and safety. Workers identified their 
workplace as an environment, which provided equity and promoted justice in job tasks. 
Workers also reported higher rates of job commitment and lower rates of an intention to 






Social workers were found to reported higher levels of frustration, feelings of 
helplessness and lower rates of job satisfaction in a study of nursing and social worker 
job satisfaction. A direct correlation was found to exist between social worker’s job 
satisfaction and intention to leave their job and the inadequacy of organizational 
resources, perceived ethical dilemmas regarding leader support and management style. 
African-American respondents reported lower rates of job dissatisfaction as compared to 
their Caucasian counterparts with respect to perceived support from organizational 
leadership (Ulrich et al., 2007).  
Membership lists from National Association of Social Worker’s (NASW) used to 
survey participants to assess the relationship between organizational and personal 
characteristics and social workers’ intention to leave their jobs. Study data revealed that 
decreased in levels of supervisory support and increased levels in negative interactions 
among social workers directly associated with high rates of social workers vacating their 
respective positions. Data identified gender as a significant factor difference in the rates 
of social worker job satisfaction and intentions to leave an organization. Researchers 
purported that higher levels of supervisory support strongly correlated to lower rates of 
social worker intention to vacate positions (Fakunmoju, Woodruff, Kim, LeFevre, & 
Hong, 2010). 
An investigation of nursing home social work directors’ intention to leave their 
jobs found statistical significance between the levels of experience and licensure rates 
among social work directors and organizational factors. Research data revealed that 





governed nursing home facilities reported higher levels of credentialing and work 
experience than social work directors employed by large-scale multisite nursing home 
enterprises in metropolitan areas. Data also indicated that nursing homes with large 
numbers of residents and fewer residents with mental health diagnoses, other cognitive 
disorders and health deficiencies were able to retain social work directors with more 
experience than those nursing homes that had smaller occupancy rates and a higher 
number of residents diagnosed with mental illness or other cognitive disorders (Simons, 
2006).  
Organizational characteristics within a faith-based Mid-western child welfare 
agency were also found to have a direct correlation to social worker job performance and 
satisfaction. Study data revealed that social workers responded positively to an 
organizational culture where supervisors and coworkers provided a caring, supportive 
and nurturing work environment.  Social workers reported an increase in morale and an 
ability to achieve organizational goals when they perceived that their supervisor 
appreciated their work and input and they received opportunities to develop within their 
respective organizations (Agbenyiga, 2011).  
In an evaluation of supervisor skill development and child welfare retention rates, 
researchers reported statistical significance between increased supervisor training, 
workers’ perceived motivation, and job retention and worker job satisfaction. Study data 
indicated worker perception of supervisor support directly related to workers’ intent to 
remain on their jobs. Data further revealed that worker job satisfaction increased when 





An empirical investigation of organizational factors and job satisfaction found a 
direct relationship between worker job satisfaction and interactions between colleagues, 
and supervisory support. Researchers found a significant correlation between worker job 
satisfaction and a workers’ perception that they received more support from their 
supervisors. Data from the study further indicated that higher rates of job satisfaction 
among workers existed when positive coworker interaction rates increased (Okediji, 
Etuk, & Anthony, 2011). 
In a research study of hospice team members’ job satisfaction, study data revealed 
that hospice social workers were not satisfied with their jobs. Hospice social workers 
reported lower rates of satisfaction with how their respective organizations rewarded their 
performance and continued commitment to their jobs. Study data further indicated that 
social workers reported feeling as if they were not valued by their organizational leaders 
or were not treated as fairly as their nursing counterparts. Researchers also found that 
social workers perceived their opportunities for advancement to be less than other 
hospice clinical providers (Monroe & DeLoach, 2004). 
A study of personal and organizational diversity characteristics that affected 
social worker job satisfaction found higher rates of job satisfaction among social workers 
who perceived that their supervisors supported them. Study data further indicated that 
there was a statistical significance between a workers’ level of perception of 
inclusion/exclusion in organizational projects and job satisfaction levels. However, data 





supportive relationships among coworkers (Acquavita, Pittman, Gibbons, & Castellanos-
Brown, 2009). 
In a study of organizational commitment, organizational inclusion and worker 
turnover, data revealed that no statistical significant relationship existed between worker 
commitment levels and rates of pay. Researchers also found no significant relationship 
between organizational inclusion rates and worker’s intention to leave their jobs (Hwang 
& Hopkins, 2012). 
A study of job satisfaction and workplace empowerment revealed that a strong 
relationship existed between employee job satisfaction and organizational attempts to 
nurture and support their employees. Study statistical data indicated that workers reported 
an increase in job satisfaction levels when they perceived that their leaders were well-
skilled in their respective area of expertise; and that their work was held in high by the 
clients served and organizational leadership (Laschinger, Finegan, Sharmian, & Wilk, 
2004). 
Researchers also found a strong statistical correlation between job satisfaction and 
supervisory and coworker support in a study of mental health social workers. Study data 
indicated that social workers with master of social work degrees reported having lower 
levels of job satisfaction than their counterparts. Study researchers further purported that 
a positive relationship exists between rates of social worker job satisfaction and salary 
levels. Data also indicated a statistically significant correlation between professional 





Job satisfaction rates among long-term care workers have been found to be 
directly correlated to organizational centralization and formal decision-making practices 
within worker’s human service agencies. An analysis of data revealed an existence of 
higher rates of job satisfaction among workers who reported they receive clear directives 
on expectations in completing their respective job assignments. Study data also indicated 
that job satisfaction levels could not be set apart among different professional levels, as 
data shows no statistical differences in the job satisfaction rates in reference on a specific 
professional title (Rai, 2013).  
Researchers hypothesize that social workers experienced higher rates of job 
satisfaction when they received premium levels of benefit packages as a part of their 
overall compensation package. Analysis of study data confirmed the existence of a 
positive correlation between higher rates of job satisfaction and an organizations’ 
provision of premium benefit packages and salary (Schweitzer, Chianello, & Kothari, 
2013). 
Social worker job satisfaction also directly correlateed to social support from 
coworkers within organizational settings. Researchers reported an increase in social 
worker job satisfaction rates when social workers indicated higher levels of collegial 
support, encouragement and recognition for work that contributes to their respective 
organizations. Research data revealed a correlation between supervisory support and 
social worker job satisfaction. Social workers reported higher levels of job satisfaction 
when they perceived their supervisors and organization value their work; and when they 





An assessment of the organizational predictors of job satisfaction among social 
work line staff indicated that worker perceived levels of supervisory support as influential 
in their worker job satisfaction levels. Study data further revealed that job satisfaction 
rates of social work line staff influence the accessibility of available resources within 
their organizations for use in the completion of stated job tasks which indicated the 
existence of a strong correlation between worker job satisfaction, available supervisory 
support and accessible resources (Poulin, 1994).  
Data from the examination of the psychological stress factors of 772 social 
workers shows strong statistically significant correlation exists between job satisfaction 
levels of a sample of 772 social workers and organizational, job task and stress factors of 
role ambiguity, role conflict, and work load; includes psychological stress factors of 
anxiety, depression, and the occurrence of other physical ailments; their level of burnout 
based on reported rates of desensitization, perceived opportunities for personal growth 
and levels of emotional personalization, perceived personal accomplishments, and 
emotional exhaustion fatigue; as well as factors relative to the availability of social 
supports among colleagues and perceived acceptance within their respective social circles 
(Jayaratne, Himle, & Chess, 1988). An inverse relationship exists between the presence 
of social supports among social workers and stress and strain on the job. Study statistical 
data suggests a direct correlation exists between work-related stressors, psychological 
strain, perceived work-related supports and an employee’s use of work-based supports. 





supports on the job positively impacts employee job satisfaction (Jayaratne, Himle, & 
Chess, 1988).  
An assessment between job satisfaction; organizational commitment and job task 
factors indicated strong associations between job satisfaction and the job task factors of 
role ambiguity and skill variety. An evaluation of 319 human service workers employed 
in 22 human services agencies evaluates whether a relationship exists between specific 
human service worker job tasks performed, organizational commitment and job 
satisfaction (Glisson & Durick 1988).  
Dr. Denise Rousseau’s work in worker attitudes and job task design proposes 
three hypotheses: (a) the  job tasks of skill variety and role ambiguity highly associate 
with human service worker job satisfaction; (b) the personal characteristics of education 
level and age among human service workers highly correlate to human service worker 
job satisfaction; and (c) the organizational characteristics that attribute to job tasks have 
been performed by human service workers, such as the age of the organization, correlate 
to worker dependability and leadership and serve to be strong predictors of worker 
commitment to the organization, and associate less with worker job satisfaction (Glisson 
& Durick 1988, Rousseau, as cited in Glisson & Durick, 1988).  
Study findings revealed that human service worker job satisfaction highly 
associated at the zero-order level with the job task factors of role ambiguity (-.68), task 
identity (.44) and task significance (.47), respectively. Further analysis utilizing 
descriptive statistical methods indicated a positive correlation between the job task 





other personal characteristics or job task factors and job satisfaction (Glisson & Durick 
1988). 
 
Job Task Factors 
In a study of Social Work Supervisors and Administrators, job task factors were 
assessed and were associated with worker job satisfaction by (a) experiences of autonomy 
while on the job or “job autonomy;” (b) the amount of stress or pressure worker’s 
experiences on the job or “stress/pressure;” (c) the percentage of time spent on 
paperwork; and (d) percentage of time in meetings. Researchers provided an analysis on 
worker attitudes and provided data on job task design by proposing three hypotheses: (a) 
the  job tasks of skill variety and role ambiguity highly associate with human service 
worker job satisfaction; (b) the personal characteristics of education level and age among 
human service workers highly correlate to human service worker job satisfaction; and (c) 
the organizational characteristics that attribute to the job tasks that have been performed 
by human service workers, such as the age of the organization, correlate to worker 
dependability and leadership and serve to be strong predictors of worker commitment to 
the organization and associate less with worker job satisfaction (Glisson & Durick, 1988; 
Rousseau, as cited in Glisson & Durick, 1988; Poulin, 1994, 1996).  
Job autonomy was defined as the direct authority and control over the 
organization, input and management of worker job tasks performed and management of 
how the tasks are being carried out (Aronsson, 1989). Researchers assert that job 
autonomy highly associated with worker job satisfaction. Data analysis indicated that 





greater levels of “control over their jobs” in comparison to those who have less job 
autonomy (Glisson & Durick, 1988; Poulin, 1996, 1994; Poulin & Walter, 1992).  
Historical evaluations of healthcare providers’ job satisfaction identify job 
autonomy and control over workload to highly correlate to higher provider job 
satisfaction rates. Study data further indicated that provider job satisfaction rates correlate 
to worker perceptions and job tasks performance shows statistical significance when 
recognized as valuable to the organization. Researchers also purport increase stress 
interactions between healthcare workers and clients associate with worker job satisfaction 
(Arches, 1991).  
Social workers cited job autonomy as a major contributing job task factor that 
related to job satisfaction rates and increasedlevels of burnout in a study of burnout and 
turnover intention among human service workers. Analysis from study data suggested 
that social workers experienced higher levels of job satisfaction when they perceived they 
had input into the types of job tasks they performed and had more control over their 
respective schedules (Kim & Stoner, 2008).  
Job autonomy strongly associated with the job satisfaction rates of community-
based workers in two large-scale Chinese communities. Researchers reported statistical 
significance in the rates of decision making; job task management; worker burnout and 
job satisfaction levels. A comparative analysis of data further indicated differences in the 
rates of job satisfaction and worker stress levels (Ge, Fu, Chang, & Wang, 2011). 
Research data from a study of social workers and human service employees also 





data further indicated lower stress levels and increases in the levels of organizational 
commitment among social workers and human service employees that perceived social 
workers have more decision-making power over their job-related duties (Allen et al., 
2004).  
Child welfare workers reported experiencing higher rates of job stress because of 
limited job autonomy in a study of Pennsylvania child protection service workers. More 
specifically, data analysis indicated that welfare workers in a large Pennsylvania 
metropolitan region experience lower rates of job satisfaction due to increases in caseload 
assignments, time spent on required documentation and limits in autonomy on the job. 
Study data revealed increasing rates of worker turnover and lack of organizational 
commitment impacts overall morale of study participants (Yamatani, Engel, & Spjeldnes, 
2009).  
Additional research indicated a significant relationship between worker job 
satisfaction and the job task factors of role ambiguity and role conflict. The application of 
the socio-technical theoretical model evaluates the impact of social workers’ job 
satisfaction levels based on their perceptions of stress and job autonomy levels in 
addition to other pertinent factors (Glisson & Durick, 1988; Haynes, 1979; Pasupuleti et 
al., 2009; Poulin, 1992, 1994; Poulin & Walter, 1992).  
The National Association of Social Workers’ Center for Workforce Studies article 
on “Managing Stress” cites stress as being a “mental, emotional, or physical strain or 
tension. Stress has also been defined as “personal experiences that have been caused by 





rather, his/her perception of that ability.” Researchers assert that stress experiences on the 
job occur when worker’s experience and an inability to complete their respective job 
requirements and responsibilities due to recurring conflict and pressures. The National 
Institute of Mental Health differentiated between stress and pressure and defined stress as 
an individuals’ inability to cope effectively with daily events. On the other hand, pressure 
was noted to be an individual’s perceived response to triggered events that result in 
feelings of tension (Blaug, Kenyon, & Lekhi, 2007; NIMH, 2018).  
Job satisfaction rates among public employees have been strongly associated with 
levels of job stress. Research findings revealed that a significant relationship exists 
between worker job satisfaction, worker stress levels and their respective rates of job 
satisfaction (Bytyqi, Reshani, & Hasani, 2010). 
A study of stress effects on social worker job satisfaction found that mental health 
social workers were found to have lower levels of job satisfaction. Researchers purported 
that a statistically significant correlation existed between extreme stress levels of social 
work staff and traumatic work incidents. Study data indicated that workers experienced 
higher rates of secondary trauma, illness and loss of work when they experienced the 
secondary trauma of their client’s suicidal behaviors (Ting, Jacobson, & Sanders, 2011).  
Mental health social workers reported lower levels of job satisfaction in a study of 
mental health, burnout and job satisfaction. Research data analysis indicated that social 
workers experienced higher rates of stress and emotional fatigue, which resulted in lower 





compassion levels among leadership as a way to increase job satisfaction levels among 
mental health social workers (Evans et al., 2006). 
In a study of New York City social workers, researchers asserted that workers 
experienced lower rates of job satisfaction. More specifically, data analyses revealed that 
higher levels of emotional stress and client-worker disengagement occurred when 
workers continually were exposed to the traumatic events that were reported by their 
respective clients. A statistical significance was found between the rates of a worker’s 
exposure to secondary trauma and rates of satisfaction with their jobs (Adams, Boscarino, 
& Figley, 2006).  
Lower rates of job satisfaction were strongly associated with high rates of client 
contact and case management hours in a study of San Francisco care workers. Research 
data analysis further indicated an association between higher productivity rates and high 
levels of worker burnout. Researchers further suggested that workers who reported they 
experienced high rates of burnout were those who reported higher rates of stress as a 
result of increased job demands that related to workload management (Crump, 2008). 
Workers also experienced lower levels of job satisfaction and higher rates of 
stress and burnout when they perceived that they had limited or no input in the types of 
cases they receivied as a part of their assigned caseload. Workers further experienced 
higher rates of stress when they attempted to meet deadlines related to their required case 
assignments and submission of agency reported (Yamatani, Engel, & Spjeldnes, 2009).  
Researchers found that worker stress indirectly correlated to a worker’s ability to 





role and role conflict. Study data further indicated that worker job and overall life 
satisfaction were influenced by a worker’s perceived stress level and their ability to cope 
with stress that was caused by the high demands of their respective organizations 
(Pasupuleti et al., 2009).   
Job-related stress and lack of a support network have been closely associated with 
job satisfaction rates of direct care social workers. Study data indicated the importance of 
organizational support and positive peer interactions as key factors in increasing the job 
satisfaction rates of direct care workers (Ejaz, Noelker, Menne, & Bagaka, 2008).  
A strong association was found to exist between job-related stress, supervisory 
stress and worker job satisfaction rates in a study of supervisory influence on worker job 
satisfaction rates. Analysis of data indicated an inverse relationship between worker job 
satisfaction rates and lower stress levels existed. Workers attributed higher job 
satisfaction rates to lower levels of stress related to their perception that they received 
sufficient levels of supervision and caseload assignments (Sterner, 2009). 
Workload and time pressures to complete work were indirectly associated with 
lower rates of job satisfaction among long-term care staff. Research data showed a 
reduction in the levels of worker’s high workloads and the increased levels of stress, 
emotional exhaustion and reduced levels of motivation which in turn increased worker 
job dissatisfaction, burnout and turnover rates (Rai, 2010). 
A study of government employees revealed a strong correlation existed between 
worker stress levels, time in meetings and completion time of job tasks. Researchers 





organizations’ long-term goals and joining with the mission of the organization. Study 
data analysis further suggested that workers also indicated lower rates of time pressure 
when they understood their respective organizations’ overall goal (Im, 2009).   
In a national study of licensed social workers, researchers denoted that social 
workers continued to experience unmanageable workloads and attributed increased stress 
levels and lower job satisfaction rates to inadequate supervision. Study data also revealed 
statistical significance between high caseload numbers and increased rates of social 
worker’s physical health and lowered job retention rates (Whitaker, Weissmuller, & 
Clark, 2006).  
Juby and Scannapieco (2007) found, 
an indirect association between child welfare caseworker job satisfaction, high 
workloads, supervisory support and increased rates of paperwork. Researchers 
asserted that the availability of supervisory support and adequate resources for 
caseworkers to complete work assignments strongly influenced a caseworker’s 




Research on the effect of social workers’ personal characteristics on job 
satisfaction was minimal in comparison to the cadre of work in the areas of job 
satisfaction and organizational characteristics and job task factors. Worker personal 
characteristics was defined as the age, race, gender, health and marital status, length of 





Previous research on social worker job satisfaction revealed varied results 
between factors which were related to worker job satisfaction and worker personal 
characteristics. Archival data analyses cited statistical significance between worker job 
satisfaction and worker personality and demeanor while on the job (Staw, Bell & 
Clausen, 1986; Glisson & Durick, 1988).  
Researchers of a longitudinal study of social worker stress levels and physical 
health concluded that a statistical significance existed between worker physical health 
rates and increased levels of stress. More specifically, study data revealed that social 
workers experienced higher burnout rates because of increased stress levels and poor 
physical health. However, data indicated no association between worker physical health 
rates and age or number of years a social worker worked in the field (Kim, Ji, & Kao, 
2011).  
Researchers of a national internet-based study of social worker job satisfaction, 
personal characteristics, and organizational diversity concluded that ethnicity among 
social workers was significantly correlated to worker job satisfaction. Study data analyses 
further revealed that worker job satisfaction had no association with worker perceptions 
of inclusion or interpersonal skills with other workers. Contrastingly, differences among 
social workers of two distinct ethnic groups positively correlated to social worker job 
satisfaction. However, within the same study population, no distinct differences were 
found to exist between male and female study participants (Acquavita, Pittman, Gibbons, 





Historical studies of social worker job satisfaction revealed that worker self-
esteem was positively correlated to a worker’s job satisfaction levels. In contrast, their 
health status, educational levels of attainment and age did not significantly correlate with 
worker job satisfaction levels. However, similar studies that revealed no correlation 
existed between social worker job satisfaction and demographic characteristics of age, 
race, ethnicity, health status or gender (Glisson & Durick, 1986; Poulin, 1994; Poulin & 
Walter, 1992; Poulin, 1996).  
Researchers found an indirect relationship between female worker mental health 
status, perceptions in social networks and employment status. Data revealed increased 
levels of depressive symptoms, work and life dissatisfaction among workers who socially 
isolated themselves regardless of age. Workers with high family and spousal support 
systems had decreased rates of depression and higher rates of work and life satisfaction. 
In addition, researchers found higher rates of job satisfaction among workers who were in 
“good” physical and emotional health (Cannuscio et al., 2003; Faragher, Cass, & Cooper, 
2005). 
Social workers had higher rates of resilience when coping with stress on the job, 
at home and negotiating crises. Research data revealed strong correlations between 
worker job satisfaction and increased ability in balancing home and work responsibilities 
stratified by gender (Collins, 2008). Female social workers reported experiencing higher 
rates of job satisfaction when they received higher levels of social support. Female social 





experienced stressful work and family issues when they were compared to their male 
counterparts (Collins, 2008). 
A study of personal characteristics, job stress and the support rates of supervisors 
concluded that a statistical significance existed among social worker job dissatisfaction, 
intention to leave and higher rates of job stress and lower levels of supervisory support. 
Study data among female participants revealed that the higher rates of job stress on the 
job resulted in lower rates of job satisfaction, which in turn resulted in higher rates of 
intention to leave their jobs despite the higher rates of supervisory support. Male study 
participants reported higher rates of job dissatisfaction which resulted in higher rates of 
intention to leave their jobs, despite having higher pay and supervisory support than their 
female counterparts (Fakunmoju et al., 2010).  
Additional research on worker job satisfaction, personality, attitude and 
disposition revealed a strong correlation between a worker’s personality, attitude and 
outlook and their rates of job satisfaction. Data indicated a strong relationship existed 
between worker personality, positive outlook and attitude, and job satisfaction. In 
contrast, workers who were predisposed to view the world around them in a negative 
manner tended to experience lower rates of job success and satisfaction (Lawrence, 
Glidden, & Jobe, 2006).  
Study data also revealed a positive correlation exists between conflict and job 
satisfaction rates among human service and social work employees. Workers who 
experienced negative behavioral interactions in the workplace experienced high levels of 





levels of work-based conflict over long periods of time had higher rates of job stress, 
lower rates of job satisfaction and longevity on their respective jobs. Contrastingly, 
family-based conflict was found not to be associated with worker job satisfaction 
(Lambert, Pasupuleti, Cluse-Tolar, Jennings, & Baker, 2006).  
Data from regression analysis indicated that increased levels in worker 
absenteeism and job dissatisfaction was directly associated with higher rates of perceived 
discrimination among Latino and African-Americans. Study data further revealed that a 
strong correlation existed between worker rates of job dissatisfaction, organizational 
commitment and retention (Jones, Ni, & Wilson, 2009).  
Researchers also found a relationship between job satisfaction among social and 
human service workers and a workers’ level of creativity and innovation. Data revealed a 
relationship between worker productivity, their ability to innovate freely on the job and 
higher rates of job satisfaction. Study researchers asserted that social work and human 
service workers experienced increased levels of social responsibility and productivity 
when they experienced opportunities to be creative and have input in work-related 
projects (Allen et al., 2004). 
Worker health was directly associated with a worker’s perceptions of justice, 
acceptance, inclusion and the maintenance of positive collegial professional relationships. 
Study data revealed higher incidents of worker satisfaction, decreased stress levels and 
higher incidents of psychological stability among workers who reported having a clear 
understanding of their work roles and perceived levels of respect and connectedness 





Data from regression analysis of child welfare worker characteristics and job 
satisfaction, revealed a statistically significant association between the job satisfaction 
rates of workers stratified by educational levels, setting and race. Bachelor level non-
minority rural workers reported experiencing lower levels of job satisfaction. 
Contrastingly, bachelor-level social workers in urban settings reported having higher 
rates of job satisfaction in comparison to their nonurban counterparts. Workers further 
reported they experienced higher rates of job satisfaction if they received at least two 
hours of supervision per week from their respective supervisors (Barth, Lloyd, Christ, 
Chapman, & Dickinson, 2008). 
Senior level human service workers reported they experienced higher rates of job 
satisfaction in a study of worker career orientations and job satisfaction. Researchers 
purported that a significant association existed between worker job satisfaction rates and 
workers’ perceived level of work-life balance (Haley-Lock, 2008). Study data further 
revealed that workers who reported they had shorter tenure within their respective 
organizations experienced higher rates of job satisfaction and work-life balance as 
compared to workers with longer tenure (Haley-Lock, 2008). 
In a study of Gender, Ethnicity and Job Satisfaction, research data revealed a 
strong association between social worker ethnicity and job satisfaction. Study data from 
regression analysis revealed differences in job satisfaction rates and factors that were 
attributed to levels of job satisfaction (Abu-Bader, 2005). Study data suggested that one 
participant group attributed their respective rates of job satisfaction to the amounts of 





contrast, the second participant group sited opportunities for advancement and receipt of 
ongoing supervision as critical determinants to their job satisfaction levels (Abu-Bader, 
2005). 
A meta-analysis revealed statistical significance between worker job satisfaction 
rates and health and psychological well-being. More specifically, study researchers 
postulated that workers’ job satisfaction levels were significantly negatively affected by 
recurrent physical and psychological challenges; lower levels of self-esteem and higher 
rates of stress experienced on the job, respectively (Faragher, Cass, & Cooper, 2005).  
In a similar study of mental health workers, research data revealed that a 
statistical significance existed between race and higher rates of job satisfaction. 
Researchers suggested that African-American mental health professionals experienced 
high rates of job satisfaction in their respective roles and lower stress levels which they 
attributed to the higher levels of job satisfaction they experience by their “opportunity to 
work with” members of the African-American population (Jones, Hohenshil, & Burge, 
2009).  
Researchers further indicated that increased levels of self-esteem, self-awareness 
and overall life satisfaction were attributed to race specific stressors, including those that 
indirectly that were impacted by the work environment. Study data revealed continuous 
references by study participants to their respective status hierarchy; achieved educational 
levels; economic standing and specific cultural and ethnic classification, as statistically 








The Afrocentric perspective was a viable practice approach used by social work 
supervisors and administrators to strengthen job satisfaction. It goes beyond addressing 
the unique contributions, strengths and capacity of African people to highlight the 
importance of humanity (Bent-Goodley, 2005). Social work supervisors and 
Administrators were reminded of the importance of addressing the human condition of 
individuals and the commitment to the development of individuals regardless of race, 
ethnicity, gender, social, or geographical location (Harvell, 2010). Thus far, the literature 
review stressed key concepts in job dissatisfaction among social workers.  
Cole, Panchanadeswaran, and Danining (2004) cited that factors such as salary, 
job autonomy, and opportunities for promotion, quality of supervision, good working 
conditions, support from coworkers, perceived efficacy, clarity of job role, and social 
supports were all contributing factors for job satisfaction among social workers. The 
Afrocentric perspective prompted social worker supervisors and administrators to 
respond to these humanitarian concepts, which Bent-Goodley (2005) and Schiele (2013) 
identified as the fundamental goodness of people, recognizing the importance of family 
and community, encouragement of the individual and collective functioning, 
understanding the role and significance of spirituality, and the acknowledgment of the 
critical ways that people are interdependent. These attributes are believed to promote a 
sense of unity in any field of practice (Borum, 2014; Byrdsong, Mitchell, & Yamatani, 





The social worker who centered their practice in the Afrocentric perspective 
understood the human condition and integrated these concepts into programmatic 
practice, created best practices, led by example, and created a supportive work 
environment (Bent-Goodley, 2014; Borum, 2007; Manning, Cornelius, & Okundaye, 
2004; Mickel, 2005, 2013; Moore, Madison-Colmore, & Moore, 2003; Stewart, 2004; 
Valandra, 2007; Wang, Wong, Tran, Nyutu, & Spears, 2013). For example, through the 
discussion of the important ways that humanistic values were interwoven into the 
supervisory experience, the African-centered practitioner recognized human oppression 
and human potential protective factors and understood how to use humanistic values and 
tools for intervention, and relationship building (Daniels, 2012; Edgell, 2007; Martin & 
Martin, 2002).  
The African-centered administrator understood that leadership was not just an 
exercise, but an interdependent process. Social work administrators understood that their 
policies and actions were interdependent and that their decisions impacted all workers 
regardless of whether decisions were meant for a specific group (Stepteau-Watson, D., 
Watson, J., & Lawrence, 2014). More specifically, not only did decisions matter but they 
also impacted individuals and workers differentially. Decisions then became reflective 
and authoritative, particularly to the administrators who developed, promoted, and 
implemented them (Kumah- Abiwu, 2016; Schiele, 2013).  
Afrocentricity was a practice principle. It was also a way for communities to 
think, act, and live to advance social justice and human rights (Bent-Goodley, 2009; 





remained the catalyst which built relationships, promoted unity, increased efficacy, 
maximized autonomy, increased spiritual balance within the workplace, while it provided 
a basis for the acknowledgement and acceptance of diversity in the workplace (Bent-
Goodley, 2009; Dyson, Smith Brice, 2016; Hopkins, 2013). 
 
Theoretical Framework 
Job satisfaction among social workers remained an important topic of interest 
among social work researchers, organizations and social workers; however current 
research particularly regarding the job satisfaction of social work leaders during times of 
economic downfall remains limited (Ulrich et al., 2007). Social workers, like many 
employees spent more than ten hours in their daily commute, at work, completing paper 
work and meeting the needs of, oftentimes, a demanding client base and cite their job as 
one of the most impactful experiences of their lives (Arrington, 2008). Although many 
social work supervisors and administrators experienced higher rates of job satisfaction on 
their jobs in comparison to direct social workers and other social workers not in 
leadership roles, social work supervisors and administrators still experienced a great deal 
of stress when they planned, organized and implemented organizational, personal and 
professional goals (Arrington, 2008; Glisson & Durrick, 1988; Poulin, 1996). 
In this study, an amalgamation of concepts from Abraham Maslow’s Hierarchy of 
Needs and Denise Rousseau’s three-dimensional job satisfaction model based on socio-
technical systems theory were the basis for the theoretical framework developed in this 
study. Maslow purported that an individual maintained a reasonable level of 





basic and complex human needs in an order of hierarchy (Campbell, Dunnette, Lawler, & 
Weik, 1970; Martin & Joomis, 2007; Maslow, 1954; McLeod, 2007; Spector, 1997).  
Maslow’s initial framework prior to its revision in 1970 suggested that an 
employee or individual could not recognize or pursue higher level needs in order of 
succession until completion of basic, lower level of needs were substantially or 
completely satisfied (Maslow, 1952; McLeod, 2007). Maslow displayed the hierarchal 
model through the use of a pyramid where basic “physiological” needs were placed at the 
lowest and widest level of the pyramid; and the higher-level needs at the top, narrow 
level. More specifically, Maslow indicated that each lower level need progressed to a 
higher need in order of sequence: (a) physiological needs – food, water; (b) safety needs 
– shelter, law and order; (c) social needs – love, a sense of belonging; (d) esteem needs – 
self-esteem, goal attainment, skill development and expertise and (e) self-actualization 
needs – personal growth and development, “self-fulfillment,” (Maslow, 1954; McLeod, 
2007). Maslow further developed the hierarchal model into a seven-stage model that 
included two additional categories of needs: (f) cognitive and (g) aesthetic needs, 
respectively. A final revision of the hierarchal model in late 1970 yielded an eight-stage 
hierarchal model with the addition of eight transcendence needs (Maslow, 1970a; 
McLeod, 2007).  
Based on Maslow’s (1970a) original description of hierarchal needs, it was 
postulated that an employee may experience job satisfaction or a reasonable level of 
organizational commitment if he or she was homeless, without food or ample sustenance, 





isolated, unsafe and or a failure while at work or his or her home experienced difficulty 
achieving higher level needs as they did not successfully realize the fulfillment of their 
respective lower level needs without incident (Martin & Joomis, 2007; McLeod, 2007; 
Spector, 1997).  
The secondary theoretical framework in this study was Denise Rousseau’s three-
dimensional job satisfaction model, which was designed based on tenets from socio-
technical systems theory. Within the proposed framework, social work supervisor and 
administrator job satisfaction was dependent on factors relative to their respective 
organizations, personal characteristics and demographics, as well as factors related to job 
duties performed (Poulin, 1996; Rousseau, 1978).  
The origin of the proposed framework was based on Socio-Technical Systems 
theory (STS), which was a theory that was developed by organizational development 
researchers Eric Trist and Ken Bamforth in 1951.  Socio-technical systems were complex 
and interconnected systems that existed within an organization. Socio-technical systems 
theory was an approach that had been used in the fields of industrial and organizational 
psychology and organizational behavior in developing workflow patterns and designing 
jobs (Rousseau, 1977, 1978). By definition, social systems pertain to the social aspects 
within society that impacts an individual. Technical systems refer to an organizations’ 
structure and processes rather than its raw materials. Socio-technical systems by 
definition were the interrelatedness of social and technological systems that became 





the joint optimization between workers and organizational systems and processes 
organized to achieve attainable organizational goals (Bostram, 1980).  
A review of job satisfaction research and socio-technical systems theory 
suggested that both approaches to organizational change converged in their emphasis on a 
common set of job characteristics as important to employee satisfaction and motivation 
(Bostram, 1980; Rousseau, 1977, 1978). Research of job characteristics as suggested by 
socio-technical systems and job design theory were examined in a segment of employees 
in organizational units that classify technological categories into three groups.  Study data 
cite significant differences between job characteristics, employee satisfaction, and 
motivation across technology. In addition, fluid and consistent relations between job 
characteristics, satisfaction, and motivation existed (Rousseau, 1977, 1978, 1985).  
Employees attributed task variety and task significance as profound factors in 
rates of employee satisfaction and motivation. Research data purported that the success of 
an organization relied on positive and fluid interactions between its workers, and 
functions within an organization. Survey data further indicated that organizations 
accomplish their goals as a result of their ability to reach organizational benchmarks set 
by company leadership (Rousseau, 1977, 1978). Successful organizations have been 
found to attain their goals not only when there is reliance within an organization between 
workers and technological systems, but when jobs have been designed and systems are 
put in place that take into consideration the workers’ personal characteristics and job 





Dr. Rousseau’s theoretical framework in conjunction with job satisfaction and 
socio-technical systems was helpful in the formulation of a viable approach for the 
assessment of social work supervisor and administrator job satisfaction. An initial study 
of social worker supervisor and administrator job satisfaction study data revealed that a 
relationship existed between social work supervisor and administrator job satisfaction and 
characteristics of their organizations, their personal characteristics and job tasks factors 
(Poulin, 1992, 1994, 1996; Rousseau, 1977, 1978, 1985). Original study data revealed 
strong correlations between social worker job satisfaction and organizational, personal 
and job task factors (Poulin, 1994, 1996; Poulin & Walter, 1992).  
The third theoretical framework for this study was the Afrocentric Social Work 
Practice (ASWP) model, which had been objectified in the needs of African people and 
people of African descent. Afrocentric social work has been presented in the past as “a 
method of social work practice based on traditional African philosophical assumptions 
that was used to explain and to solve human and social problems” (Schiele, 1997, p. 805; 
Bent-Goodley, 2005; Mazama, 2003). ASWP offers practitioners an alternative to the 
segmentation of the Eurocentric approach currently used in social work practice and 
challenges social workers to maintain accountability in their method of practice when 
working with clients (Bent-Goodley, Fairfax & Carlton-LaNey, 2017; Mazama, 2003). 
The Afrocentric perspective directly related to all oppressed groups and not simply 
African Americans. ASWP was useful in direct practice because it was known to be 
related to the social, economic, environmental, political, and culture view of persons 





(NASW) Code of Ethics also sanctioned this perspective. According to NASW, “the 
primary mission of the social work profession was to enhance human well-being and help 
meet the basic needs of all people, with particular attention to the needs and 
empowerment of people who were vulnerable, oppressed, and living in poverty” (NASW, 
2017). ASWP supported mental health and self-maintenance in social work practice, 
which was reflective in the support of social, economic, environmental, political, and 
cultural advancement initiatives in the workplace. According to Asante (2009), the 
Afrocentric perspective undergirded self-preservation and self-determination, and 
underpins among others, increased retention rates among African American professionals 
in social work practice. This was most evident by applying culturally and politically 
significant principles for the wellbeing and self-actualization of persons in the total 
community and workplace (Mazama, 2003; Schiele, 1997, 2017). ASWP further assisted 
in helping workers to become interconnected and interdependent through discovery of 
their varied skills, abilities and values from an African standpoint (Pellebon, 2007). 
ASWP denounced the tenet of separateness, and individuality, as articulated by the 
Eurocentric model of social work, that categorized micro, mezzo and macro as separate 
types of social work practice specializations within the field (Mazama, 2003; Schiele, 
2013). ASWP purported the construct of community in lieu of oneness; inter-dependence 
in lieu of individual identity, and promoted sharing, cooperation and social responsibility 
(Daly, Jennings, Beckett & Leashore, 1995; Kambon & Baldwin, 1992; Martin & Martin 
1985 as cited in Mazama, 2003). ASWP was especially relevant for social work 





in turn provided restorative support to their clients and who worked collectively as an 
interconnected unit to draw on each employee’s talents and skills (Bent-Goodley, 2005, 
2017).  
Rooted within ASWP was the belief that social work professionals cultivated 
affective working relationships within their practice and among their professional 
relationships (Schiele, 1997). ASWP did not accept indifference, detachment or 
emotional non-responsiveness as acceptable characteristics of social work professionals 
dedicated to the provision of genuine social work services.  
Although there had not been any specific scholarly works dedicated to the 
application of ASWP to job satisfaction, scholars have strongly advocated for ASWP’s 
application in the practice of social work systemically. Researchers asserted the 
importance of the application of ASWP in the areas of traditional “Eurocentric” micro, 
mezzo and macro levels of social work practice (Bent-Goodley, 2017; Fairfax, 2017; 
Hatcher, King, Barnett, & Burley, 2017; Schiele, 2017; Westover, 2011).  
When the application of the Afrocentric perspective was applied to job 
satisfaction, supervisors and administrators provided a foundation for their employees to 
engage in social work practice that was reflective, supportive and culturally competent. 
These principles were used to assist social work leadership in meeting the needs of their 
subordinate workers from an African-centered approach in a supportive and culturally 
acceptable manner. When ASWP was applied to job satisfaction seven principles were 
used: interconnectedness, communalism, self-knowledge, fundamental goodness, 





Interconnectedness indicated that people were dependent upon one another and 
must continue to conjoin for the success and survival of the relationship (Asante, 2009; 
Bent-Goodley, 2017). Findler, Wind, and Mor Barak (2007) directly associated worker 
health with worker’s perceptions of justice, acceptance, inclusion and the maintenance of 
positive collegial professional relationships. Data revealed higher incidents of worker 
satisfaction, decreased stress levels and higher incidents of psychological stability among 
workers who reported having a clear understanding of their work roles and a perceived 
level of respect and connectedness within their respective organizations. 
Self-knowledge promoted the importance of a practitioner developing self-
awareness and self-knowledge prior to providing services from the standpoint of the 
client. Fundamental goodness stated that mankind is generally good. Practitioners were 
encouraged to view all clients, colleagues, and members of the community from a lens of 
goodness. Practitioners were also urged to remember that everyone was capable of 
change. Self-reliance promoted the contribution of self to the larger community or 
workgroup. In a related study of mental health workers, study data revealed that 
statistical significance existed between race and higher rates of job satisfaction. 
Researchers surmised that African-American mental health professionals experienced 
high rates of job satisfaction in their respective roles and lower stress levels, and they 
attributed the higher levels of job satisfaction they experienced to instances when they 
were able to interact with members from their same racial background, particularly those 





Tovar-Murray and Munley (2007) found that increased levels of self-esteem, self-
awareness and overall life satisfaction were attributed to race specific stressors, which 
included those that were indirectly impacted by the work environment. Their data 
revealed continuous references by study participants to their respective status hierarchy; 
achievements in educational levels; economic standing and specific cultural and ethnic 
classification as statistically significant predictors of their life satisfaction. 
Researchers also found a relationship between job satisfaction among social and 
human service workers and workers’ level of creativity and innovation. Data revealed a 
relationship between worker productivity, their ability to innovate freely on the job and 
higher rates of job satisfaction (Allen et al., 2004). Allen et al. further asserted that social 
work and human service workers experience increased levels of social responsibility and 
productivity when they were allowed opportunities to become self-aware, creative, and 
have input in work-related projects as a part of their overall work community.  
Language and tradition is said to be an element of one’s style of communication. 
A direct correlation existed between social worker’s job satisfaction and intention to 
leave their job, the inadequacy of organizational resources, perceived ethical dilemmas 
regarding leader support, management, and style of communication were factors. 
African-American respondents had lower rates of job dissatisfaction as compared to their 
Caucasian counterparts with respect to their perception of support by organizational 
leadership (Ulrich, O’Donell, Taylor, Farrar, Danis, & Frady, 2007).  
Thought and practice were described as how a person thought about and 





2017). A study of government employees revealed a strong correlation existed between 
worker stress levels, time in meetings, and completion time of job tasks. Researchers 
purported that worker’s stress levels decreased when they gained better understanding of 
an organization’s long-term goals and joined with the mission of the organization. Im 
(2009) suggested that workers also indicated they experienced lower rates of time 
pressure when they understood their respective organizations’ overall goal. 
 
Summary 
 As critical changes impact our nation’s social, economic and political 
environments it would be important for social work leaders to reassess how they would 
operationalize policy and practice decisions that offer the best work environment for 
employees, and motivate staff amidst the delivery of the evidenced-based treatment 
practices to clients. (Hatcher et al., 2017). Additionally, through the adoption of the 
Afrocentric Social Work Practice, social work leaders would best maintain resiliency, 
accountability and cultural competence from an African-centered perspective while 












This chapter discusses procedures and methodology used while conducting this 
research. The following topics are presented in this chapter: research design, research 
questions and hypotheses, description of the survey model employed, sample and 
population, instrumentation, and treatment of data. 
 
Methodology 
A descriptive and inferential research design was utilized in this study. This 
design was used to determine whether job satisfaction of social work supervisors and 
administrators correlated to organizational characteristics, job task factors and personal 
characteristics. The focus of this study was to assess if organizational characteristics, 
personal characteristics, and job task factors were viable predictors of social worker and 
administrator job satisfaction in the United States. The initial phase of this study utilized 
random sampling and factor analysis methodology to analyze the descriptive and 
statistical significance of social worker supervisor and administrator job satisfaction to 
organizational characteristics, personal characteristics, and job task factors. Two main 
categories of factor analysis were assessed for use in this study: exploratory and 
confirmatory factor analyses. Exploratory factor analysis searched for the correlations 





factors. Key assertions of exploratory factor analysis included the existence of normality 
in distribution, multivariance, and intervals of the variables being researched (Suhr, 
2006). Confirmatory factor analysis was a method of statistical analysis that reduced the 
variables into factors and tests the statistical relationship between variables (Suhr, 2006). 
Researchers suggested that confirmatory factor analysis was most effective when it was 
applied to a sample size of three hundred or more participants (Myers, Unh, & Jin, 2011).   
Consequently, since the sample size of this current study was under 300 
participants, an exploratory factor analysis was chosen. There were advantages to using 
an exploratory factor analysis (EFA) for this study. Haig (2010) found that EFA was a 
multivariate statistical method that was designed to facilitate the postulation of latent 
variables that were thought to underlie—and give rise to—patterns of correlations in new 
domains of manifested variables. Job satisfaction, organizational characteristics, and 
personal characteristics were classes of latent variables that were the product of factor-
analytic research. EFA allowed this researcher to use multiple regression and partial 
correlation theory to model sets of manifested or observable variables in terms of linear 
functions of other sets of latent—or unobserved—variables that were identified in this 
study. The secondary phase of analysis that was employed in this study was a non-
probability purposive sampling methodology and factor analysis to analyze the 
descriptive and statistical significance of social worker supervisor and administrator job 
satisfaction to the variables organizational characteristics, personal characteristics, and 
job task factors. Use of a descriptive research design allowed for analysis of the study 





of the statistical correlation between social work supervisor and administrator job 
satisfaction and organizational characteristics, job task factors, and personal 
characteristics.  The use of an inferential research design assisted in the verification 
internal consistency reliability, validity, collinearity, and establishing statistically 
significant relationships among variables in this research study. Factor analysis tests were 
conducted using Kaiser-Myer-Olkin (KMO) test of Sampling Adequacy: Bartlett’s Test 
of Sphericity, Scree Plot with Principal Component Analysis Method of Extraction, and 
Rotation Collinearity diagnostics were used to test the correlation between variables in 
this study. A histogram, Durbin-Watson tests for auto-correlation, normal P-plot, and a 
standardized residual test of the dependent variable were also used to test the correlation 
between variables in this study. A step-wise regression analysis was also employed in this 
study to highlight the use of the Analysis of Variance (ANOVA) and Pearson 
Correlation. Berger (2003) strongly urged researchers to incorporate the use of multiple 
regression analysis when the assessment of the correlation between dependent and 
independent variables is conducted. 
 
Research Questions and Hypotheses 
 
 Five research questions were addressed in this study:  
RQ1:  Is there a relationship between organizational characteristics and the job 
 satisfaction rates of U.S. social work supervisors and administrators? 
RQ2:  Is there a relationship between job task factors and the job satisfaction 





 RQ3: Is there a relationship between personal characteristics and the job 
 satisfaction rates of U.S. social work supervisors and administrators?   
 RQ4: Is there a difference in the job satisfaction rates of U.S. ethnic minority 
 social work supervisors and administrators and U.S. nonethnic minority 
 social work supervisors and administrators?   
 RQ5: Is there a difference in the job satisfaction rates of U.S. female social work 
 supervisors and administrators and U.S. male social work supervisors and 
 administrators?   
 The null hypotheses addressed in this study are: 
 Ho1: There is no statistically significant relationship between organizational 
characteristics and job satisfaction rates of U.S. social work supervisors 
and administrators.  
 Ho2:  There is no statistically significant relationship between job task factors 
and job satisfaction rates of U.S. social work supervisors and 
administrators. 
 Ho3:  There is no statistically significant relationship between personal 
characteristics and the job satisfaction rates of U.S. social work 
supervisors and administrators.  
 Ho4:  There is no statistically significant relationship between U.S. ethnic 
minority social work supervisors and administrators and U.S. nonethnic 





 Ho5:  There is no statistically significant relationship between U.S. female social 
work supervisors and administrators and U.S. male social work 
supervisors and administrators?  
The research questions, hypotheses, and approaches that were used during data analysis 
are illustrated in Tables 1 through 5. 
 
Table 1 




Research Question and Hypothesis Approach Employed 
RQ1. Is there a relationship between organizational 
characteristics and the  
 job satisfaction rates of U.S. social  
 work supervisors and administrators? 
 
Ho1: There is no statistically significant relationship 
between organizational characteristics and job 
satisfaction rates  
 of U.S. social work supervisors and 
 administrators. 
Descriptive Statistics 
Exploratory Factor Analysis (EFA) 
Histogram 









Research Question 2, Hypothesis 2, and Approach Employed – Job Task Factors 
Research Question and Hypothesis Approach Employed 
RQ2: Is there a relationship between job task factors 
and the job satisfaction rates of U.S. social 




Analysis using  
Pearson Correlation 
Durbin-Watson and 
Exploratory Factor Analysis (EFA) 
Cronbach’s Alpha 
KMO/Bartlett 
ANOVA - Df, F-value Sig. p-value 
Chi Square (approx.) 
Ho2:  There is no statistically significant relationship 
between job task factors and job satisfaction 






Research Question 3, Hypothesis 3, and Approach Employed – Personal Characteristics  
 
Research Question and Hypothesis Approach Employed 
RQ3:  Is there a relationship between personal 
characteristics and the job satisfaction  
 rates of U.S. social work supervisors and 
administrators?   
 
Ho3:  There is no statistically significant relationship 
between personal characteristics and the job 








Scree Plot  











Research Question 4, Hypothesis 4, and Approach Employed – Ethnic Minorities  
 
Research Question and Hypothesis Approach Employed 
RQ4:  Is there a relationship between U.S. ethnic 
minority social work supervisors and 
administrators and U.S. nonethnic minority social 
work supervisors and administrators? 
 
Ho4:  There is no statistically significant relationship 
between U.S. ethnic minority social work 
supervisors and administrators and U.S. non-ethnic 
minority social work supervisors and 
administrators? 
Stepwise Regression Analysis 
using Pearson Correlation 
Descriptive Statistics 
Cronbach’s Alpha 






Research Question 5, Hypothesis 5, and Approach Employed – Gender  
Research Question and Hypothesis Approach Employed 
RQ5:  Is there a difference in the job satisfaction rates of 
U.S. female social work supervisors and 
administrators and U.S. male social work 
supervisors and administrators?   
 
Ho5:  There is no statistically significant relationship 
between U.S. female social work supervisors and 
administrators and U.S. male social work 
supervisors and administrators? 
Descriptive Statistics (Mean, 
Std. Dev.) 











Description of the Site and Survey Methodology Employed 
 
Participants in this study responded to an encrypted online survey instrument that 
was disseminated using Qualtrics software. Qualtrics is an independent research software 
company in Provo, Utah that specializes in offering its client base state-of-the-art online 
distribution for statistical survey tools as well as other software and research related 
support. Qualtrics was chosen to distribute this survey due to its long-standing history of 
providing researchers online data collection for quantitative research projects which 
included, but was not limited to, encryption services, live technical support, product, and 
concept testing. Qualtrics allowed the researcher to measure correlations between social 
work supervisors and administrators rates of job satisfaction by the examination of  job 
task factors (i.e., scope of practice and level of autonomy they were given on the job); 
organizational characteristics (i.e., level of stress and time constraints that were placed on 
them to complete assignments; the support they received from their respective peers, 
supervisors and executive management; and the salary and benefit package they received; 
and personal characteristics (i.e., age, race, gender, health, ethnicity, culture, SES, marital 
status, and non-work related factors such as the ability to balance personal lives and 
work). 
 
Sample and Population 
The target population for this study consisted of social work supervisors and 
administrators in private, public, and nonprofit organizations in the United States that  
identified as either employed in the aforementioned organizations or as members of the 





Workers (NASW), National Association of Black Social Workers (NABSW), Society for 
Social Work Leadership in Healthcare (SSWLHC), and the Society for Social Work 
Research (SSWR). Two hundred forty-four (244) survey questionnaires were opened. Of 
the 244 survey questionnaires initiated, data from 163 participants were extrapolated and 
selected through the use of random sampling for use in data analysis of this research 
study. 
Study participants were selected for the study through the use of a nonprobability 
purposive sampling methodology. In this study, the dependent variable was job 
satisfaction and the independent variables were job task factors, organizational 
characteristics, and personal characteristics. Research instruments for this study were 
codified versions of the Job Descriptive Index (JDI) and the Rosenberg Self-Esteem 
Scale (RSES), which are measurements that were used in Poulin’s (1992) original study 
on social worker job satisfaction.  
 
Instrumentation  
 In the current study, job satisfaction was defined as the amount of fulfillment 
social work supervisors and administrators experience with their jobs based on 
organizational characteristics, job tasks, and personal factors associated with their jobs, 
regardless of the economic climate (Parrot, 2008; Poulin, 1994, 1996). In Poulin’s (1996) 
study, the Job Descriptive Index (JDI) was the only conceptual model used to measure 
study participant job satisfaction levels along an 18-item index. The Job Descriptive 





organizational characteristics, their respective job tasks performed, and personal 
characteristics.  
 
Job Descriptive Index 
 The Job Descriptive Index (JDI) developed by Smith, Kendall, and Hulin (1969), 
was chosen to be the primary tool of measurement as it was also the primary 
measurement tool used in Poulin’s (1996) original study. This instrument was revised in 
1985, 1997, and 2009. The Job Descriptive Index (JDI) measured work, pay, promotion, 
supervision and coworker satisfaction elements of a workers’ job. The Job Satisfaction 
Survey consisted of 36 item indices. Each index was divided into four items from which a 
total score was measured using a Likert scale. The Job Descriptive Index (JDI) was 
specifically developed for use in human service agencies; however, the model was used 
extensively in the field of organizational development and job analysis in other sectors. 
The Job Descriptive Index (JDI) used an 18-item index divided into the three groups of 
predictor variables. The characteristics of the worker’s organization were categorized into 
the sub-groups of organizational resources and support, staff interactions and supervisor 
support, colleague support, and satisfaction with salary and benefits, respectively. Job 
task factors measured job autonomy, stress and pressure, the availability of professional 
development and training opportunities, and work time spent completing paperwork and 
in meetings. Age, gender, educational level, health status, marital status, level of 
certification, degree type, area of practice, and years of experience that stratifies personal 
worker characteristics. There were nine job-related predictors of job satisfaction: 





quality of fringe benefits; pay, promotion, supervision; performance-based pay 




Self-esteem was defined as one’s need to achieve normal, healthy development 
with a basis on an individual’s thought patterns, behaviors, feelings and actions. Self-
esteem is necessary to sustain healthful and normal living (Braden, 1969). Poulin’s 
(1996) study assessed the self-esteem levels of study participants that stratifies by age, 
gender and demographic factors. Identical to Poulin’s study, the current study assesses 
worker self-esteem levels by employing the Rosenberg Self-Esteem Scale (RSES). 
 
Rosenberg Self-Esteem Scale 
The Rosenberg Self-Esteem Scale (RSES) is a widely used scale that has been 
originally developed for use in measuring self-esteem levels of adolescent youth in social 
science research studies. The scale uses a Likert format with a ten-point item index. Of 
the 10 items the RSES scale measures, 5 items within the scale are worded with positive 
statements while the remaining 5 items are negative statements. In the current study, 
participants were asked to rate their perceived level of self-esteem with respect to their 
self-worth and overall self-acceptance (Rosenberg, 1965). 
This research study utilized a survey questionnaire entitled Social Work 
Supervisor and Administrator Job Satisfaction. The survey instrument consisted of 
three sections totaling 58 questions. Section I solicited demographic information about 





Rosenberg Self-Esteem Scale (RSES) to assess social worker self-esteem. Sections II and 
III employed the use of a codified version of the Job Descriptive Index (JDI) scale to 
assess organizational characteristics of the work environments where social workers were 
employed; and their respective job task factors (Poulin, 1996).  
Section I of the survey questionnaire consisted of 25 questions (items 1-25). The 
initial 15 questions were demographic in nature and ranged in focus from social worker 
gender, race, ethnicity, highest social work degree received, current employment status, 
work setting, current social work function, current area of practice, health status, length 
of time working in current social work role, and salary to worrying about paying bills, 
and being fearful that the sluggish economy may threaten their job security. The last 10 
questions in Section I of the survey instrument focused on self-esteem and if workers felt 
they were people of worth, had good qualities, were a failure, had much to be proud of, 
had a positive self-outlook, had self-satisfaction, felt useless, wished they had more self-
respect, and; thought they were no good at all at times. Selected questions from Section I 
were used as independent variables and provided data for the development of a 
demographic profile of survey participants in this research study.  
Section II of the survey questionnaire consisted of 25 questions (items 26-50). 
Section II employed a codified version of the Job Descriptive Index (JDI) which 
measured social worker survey participant job satisfaction. Survey questions in Section II 
of the survey specifically focused on organizational characteristics. Survey questions in 
Section II measured the adequacy of resources, support, and professional staff within an 





survey participants and coworkers; support staff and administrators, whether or not one’s 
supervisor and coworkers were caring, provided support, motivation and appropriate 
feedback, and whether social work participants were satisfied with their salaries, benefits 
package and professional development opportunities. Items from the codified version of 
the Job Descriptive Index (JDI) were answered using a 4-point semantic differential 
Likert scale: 1 = Strongly Agree, 2 = Agree, 3 = Disagree, and 4 = Strongly Disagree. 
Section III of the survey questionnaire consisted of eight questions (items 51-58). 
Section III employed a codified version of the Job Descriptive Index (JDI) which 
measured social worker survey participant job satisfaction. Survey questions in Section 
III of the survey specifically focused on job task factors. Survey questions in Section III 
measured whether or not survey participants experienced job autonomy, a great deal of 
stress on their job, had flexibility carrying out their job duties, had influence over the 
procedures they used to carry out their respective job tasks, worked under fixed time 
pressures, were concerned that the sluggish economy negatively impacted job security 
and negatively affected opportunities for professional growth and had concerns that their 
respective organizations were adding additional nonsupervisory/administrative job duties 
due to the sluggish economy. Items from the codified version of the Job Descriptive 
Index (JDI) were answered using a 4-point semantic differential Likert scale: 1 = 






Treatment of the Data 
Descriptive and inferential statistics were used in the treatment of the 
data for this research study and included the use of frequency tables and 
measures of central tendency between selected variables. The statistical tests 
employed for the study were stepwise regression analysis and factor analysis 
(Poulin, 1996, 1994).  
The initial statistical treatment of data involved the use of a stepwise regression 
linear model to examine the effect that the predictor variables; organizational 
characteristics, job task factors and personal characteristics had on participant social work 
supervisor and administrator job satisfaction (Poulin, 1994; 1996) and research questions 
and hypotheses. The second statistical treatment of data used factor analysis to ascertain 
if there is a statistically significant relationship between variables within the study that 
were greater to or equal to .05% (Rubin, 2013). This study used the Statistical Package 
for the Social Sciences (SPSS) 24.0 software for analyzes of the raw data retrieved from 
the Qualtrics, LLC database. The process of data analysis involved the coding and 
recoding raw data sets before examination of the data can occur. All negative responses 
were recoded to positive responses to ensure that all data were worded in the same 
manner to provide data scores that would accurately reflect the study population. In this 
study, the variables were recoded and involved 10 variables. The 10 variables recoded in 
the survey were: failure, proud, useless, good, respect, stress, pressure, sluggish, current, 
and impacted. The primary data values for those components consisted of a 4-point Likert 





Components which were originally coded as 1 were recoded as 4; components which 
were originally coded as 2 were recoded as 3; components which were originally coded 
as 3 were recoded as 2; and components which were originally coded as 4 were recoded 




Survey Variables Recoded to Same Variable 
 
Section # Question # Prerecode Label Postrecode Label 
1 18  Failure  Failure 
1 20  Proud  Proud 
1 23  Useless  Useless 
1 24  Respect  Respect 
1 25  Good  Good 
3 54  Stress  Stress 
3 55  Pressures  Pressures 
3 56  Concern  Concern 
3 57  Current  Current 
3 58  Impacted  Impacted 
 
 The second treatment of the data involved the recoding of the Section II variables 
into one new variable, the Organizational Characteristics SC2 variable. Twenty-six 
variables made up Section II (questions 26-50, Appendix C). Questions 1 through 25 
were used in recoding the new recode variable Personal Characteristics SC3, and 







PRESENTATION OF THE FINDINGS 
 
 
This exploratory study examined the relationship between social work supervisor 
and administrator job satisfaction and organizational characteristics, social work 
supervisor and administrator job satisfaction and job task factors, and social work job 
satisfaction and personal characteristics in the United States. This chapter presents 
empirical research findings that related to relationships between social worker 
supervisors and administrators’ job satisfaction and organizational characteristics, and job 
task factors and personal characteristics. An initial level of data analysis was conducted 
using descriptive analyses to assess the demographic data. Factor analysis was used to 
test the validity of internal consistency and reliability, and descriptive statistics were used 
to examine the strength of the research questions and hypotheses. A secondary level of 
statistical analyses used an exploratory factor analysis to test the statistical significance of 
the dependent variable on the independent variables and their relationships. In this study, 
organizational characteristics were a predictor of job satisfaction, and personal 
characteristics proved to have a significant secondary relationship. The third analysis that 
was employed was stepwise regression analysis to test the collinearity of the dependent 
and independent variables. The target population for this study was social work 





 Five research questions guided this study:  
RQ1:  Is there a relationship between organizational characteristics and the job 
 satisfaction rates of U.S. social work supervisors and administrators? 
RQ2:  Is there a relationship between job task factors and the job satisfaction 
 rates of U.S. social work supervisors and administrators?   
 RQ3: Is there a relationship between personal characteristics and the job 
 satisfaction rates of U.S. social work supervisors and administrators?   
 RQ4: Is there a difference in the job satisfaction rates of U.S. ethnic minority 
 social work supervisors and administrators and U.S. nonethnic minority 
 social work supervisors and administrators?   
 RQ5: Is there a difference in the job satisfaction rates of U.S. female social work 
 supervisors and administrators and U.S. male social work supervisors and 
 administrators?   
 Table 7 provides an overview of the five hypotheses for this study in summary 
form and delineates whether the null hypothesis of this study could be accepted or 









Overview of the Five Hypotheses 
 
 Hypothesis Supported or  
Hypothesis Not Supported  
Ho1:  There is no statistically significant 
relationship between organizational 
characteristics and job satisfaction rates of 
U.S. social work supervisors and 
administrators. 
Not Supported .562 
.226 
Ho2:  There is no statistically significant 
relationship between job task factors and 
job satisfaction rates of U.S. social work 
supervisors and administrators. 
Not Supported 1.0 
.562 (gender) 
.790 (orgchr) 
Ho3:  There is no statistically significant 
relationship between personal 
characteristics and the job satisfaction 
rates of U.S. social work supervisors and 
administrators. 
Not Supported .593 (males only) 
.283 
Ho4:  There is no statistically significant 
relationship between U.S. ethnic minority 
social work supervisors and 
administrators and U.S. non-ethnic 
minority social work supervisors and 
administrators. 
Not Supported .152 
Ho5:  There is no statistically significant 
relationship between U.S. female social 
work supervisors and administrators and 
U.S. male social work supervisors and 
administrators. 









Discussion of the Findings  
 Illustrated within Table 8 are the restated research question and hypothesis that 
correspond to RQ1, organizational characteristics variable, the respective list of statistical 




Research Question 1 and Hypothesis 1 – Organizational Characteristics 
 
Research Question and Hypothesis Analytic Approach Employed Variable 
RQ1:  Is there a relationship between 
organizational characteristics 
and the job satisfaction rates of 




Exploratory Factor Analysis 
(EFA) 
Histogram 






Bartlett’s Test of Sphericity: 







R2 = 1.000m1 
.562m2 
Mean =.01 








Ho1:  There is no statistically 
significant relationship 
between organizational 
characteristics and the job 
satisfaction rates of U.S. social 
work supervisors and 
administrators. 






Descriptive Statistics: Analysis of Survey Instrument – RQ1 
 Internal Consistency Reliability was found to exist among the Job Descriptive 
Index (1997) and Job Descriptive Index (Revised, 2009) in the rate of work, pay, 
promotion, coworkers and supervision categories, respectively (Kinicki, 2002). In this 
study, the questions that correspond to work, pay, promotion, coworkers and supervision 
categories in the Job Descriptive Index (JDI, 1997) portion of the survey were as follows: 
work: questions 27, 28, 31, 51-55, 57; pay: questions 12, 48, 49; promotion: questions 
11,13, 53, 56, 58; coworkers: questions 29, 30, 40-47 and supervision: questions 32-39. 
Descriptive statistics were used to analyze the mean, standard deviation and variance for 
each question in the survey instrument. Survey participants answered a codified version 
of the Job Descriptive Index and ten questions from the Rosenberg Self-Esteem Scale. 
The survey instrument was made up of fifty-eight questions that were divided into three 
sections.  Sections I through III of the survey questionnaire were all categorical 
questions. Section I includes questions 1through 15 and asked participants to identify 
their gender, age, race, level of social work degree attainment, employment status, type of 
work setting, specific job function, health status, number of years on the job, and annual 
salary range.  
Questions 11, 12, and 13 were outliers and specifically asked respondents to 
answer whether they believed their job security was in jeopardy due to changes in the 
economy and if changes in the economy impacted opportunities for advancement in their 
jobs. More specifically, question 11 asked participants if they were fearful the sluggish 





participants indicated they were fearful that the sluggish economy threaten their job 
security. In contrast, 71.34% (n = 112) of participants reported not being fearful that the 
sluggish economy threatened their job security. In question 12, participants reported their 
concerns relative to being able to pay their bills. Study data revealed that 29.03% (n = 45) 
of responses indicated yes to being worried about paying their bills and the remaining 
70.97% (n = 110) of responses indicated not being worried about paying their bills. Study 
data from question 13 revealed that 44.59% (n = 70) of participants reported that they 
believed the sluggish economy contributed towards limitations in opportunities for 
advancement in their respective specialty. In contrast, 55.41% (n = 87) of participants 
reported that the sluggish economy did not limit their opportunities for advancement in 
their respective specialty.  
In section II of the survey instrument, questions 26 through 50 highlighted 
organizational characteristics. Data from question 26 revealed that 10.19% (n = 16) of the 
participants indicated they strongly agreed that their organization provided an adequate 
number of support staff. Thirty-nine and 49% (n = 62) of the participants agreed that their 
organization provided an adequate number of support staff. Thirty-six and 94% (n = 58) 
of the participants who were surveyed disagreed that their organization provided an 
adequate number of support staff while 13.38% (n = 21) of participants strongly 
disagreed that their organization provided an adequate number of support staff. The mean 
score was 2.46, the standard deviation was 0.85, and the variance was 0.72.  
Question 27 revealed that 16.56% (n = 26) of participants indicated they strongly 





also showed that 40.76% (n = 64) of participants agreed that their organization provided 
an adequate number of professional staff in contrast to the 29.94% or (n = 47) of 
participants who disagreed that their organization provided an adequate number of 
professional staff. Of interest, only 12.74% (n = 20) of participants that were surveyed, 
strongly disagreed that their organization provided an adequate number of professional 
staff. The mean score was 2.46, the standard deviation was 0.85, and the variance was 
0.72.  
Question 28 indicated that 12.18% (n = 19) of participants strongly agreed that 
their organization provided an adequate amount of resources. Study data showed that 
51.13% or (n = 86) participants agreed that their organization provided an adequate 
amount of resources. In contrast, 14 and 7% (n = 23) of the participants who surveyed 
disagreed that their organization provided an adequate number of resources. Almost 18% 
or 17.95% (n = 28) of the participants that were surveyed strongly disagreed that their 
organization provided an adequate number of resources. The mean score was 2.62, the 
standard deviation was 0.92, and the variance was 0.84.  
Participants indicated satisfaction with staff interactions among coworkers in 
question 29, study data revealed that 19.8% (n = 31) of the participants strongly agreed 
that they were satisfied with the staff interactions among coworkers. Fifty-six and 41%  
(n = 88) of the participants indicated satisfaction with staff interactions among coworkers 
and chose “agree” as the question response to question twenty-nine in the survey 
instrument. Only 7.05% (n = 11) of those who were surveyed indicated having no 





to question twenty-nine in the survey. Sixteen and 67% (n = 26) of the participants chose 
“strongly disagree” as their answer on the survey instrument and denied being satisfied 
with the staff interactions among coworkers. The mean score was 2.79, the standard 
deviation was 0.95, and the variance was 0.89. 
Question 30 indicated that 23.06% (n = 36) of the participants reported 
satisfaction with staff interactions between professional and support staff and indicated 
“strongly agree” as a response in the survey. Staff interactions were identified by 55.13% 
or n = 86) as being satisfying between professional and support staff. Contrastingly, 
5.13% (n = 8) of the participants indicated having dissatisfaction with staff interactions 
between professional and support staff and “disagree” as their survey response. Sixteen 
and 67% (n = 26) of the participants indicated having dissatisfaction and chose “strongly 
disagree” to indicate that they had negative staff interactions between support and 
professional staff. The mean score was 2.85, the standard deviation was 0.96, and the 
variance was 0.93.  
Question 31 data indicated that 19.87% (n = 31) of the participants reported 
satisfaction with staff interactions between professional and administrative staff and 
indicated “strongly agreed” as the survey instrument response. Data also indicated that 
58.85% (n = 84) of the participants reported satisfaction with staff interactions between 
professional and administrative staff who chose “agree” as the survey instrument 
response. Nine and 62% (n = 15) of the participants reported satisfaction with the staff 
interactions between professional and administrative staff and indicated “strongly 





participants reported satisfaction with the staff interactions between professional and 
administrative staff and indicated “disagree” as the survey instrument response. The 
mean score was 2.77, the standard deviation was 0.95, and the variance was 0.91. 
Question 32 data revealed that 33.55% (n = 52) of the participants reported they 
strongly agreed that their supervisor cared about them as a person. Data further indicated 
that 48.39 (n = 75) of the participants reported that they agreed their supervisor cared 
about them as a person. Data also showed that 13.55% (n = 21) of the participants 
reported they disagreed that their supervisor cared about them as a person. Data further 
indicated that 4.52% (n = 7) of the participants reported they strongly disagreed their 
supervisor cared about them as a person. The mean score was 3.11, the standard deviation 
was .0.80, and the variance was 0.64. 
Question 33 data indicated that 34.39% (n = 54) of the participants reported they 
strongly agreed their supervisor made them feel comfortable. Analysis indicated that 
44.59% (n = 70) of the participants reported they agreed their supervisor made them feel 
comfortable. Analysis further showed that 16.56% (n = 26) of the participants reported 
they disagreed that their supervisor made them feel comfortable. Data showed that 4.46% 
(n = 7) of the participants reported they strongly disagreed their supervisor made them 
feel comfortable. The mean score was 3.09, the standard deviation was 0.82, and the 
variance was 0.64.  
Question 34 data revealed that 37.18% (n = 58) of the participants surveyed 





(n = 67) of the participants surveyed agreed their supervisor backed them up. Data 
showed that 14.74% (n = 23) of the participants disagreed that their supervisor backed 
them up. Five and 13% (n = 8) of the participants surveyed strongly disagreed that their 
supervisor backed them up.  
Question 35 study data indicated that 24.36% (n = 38) of participants reported 
they strongly agree their supervisor provided them with emotional support. Data also 
revealed that 42.31% (n = 66) of participants reported agreed that their supervisor 
provided them with emotional support. Data also showed that 26.92% (n = 42) of 
participants disagreed that their supervisor provided them with emotional support; only 
6.41% (n = 10) of participants indicated they strongly disagreed that their supervisor 
provided them with emotional support. The mean score was 2.85, the standard deviation 
was 0.85, and the variance was 0.75. 
Question 36 study data indicated that 23.53% (n = 36) of participants indicated 
that they strongly agreed that their supervisor enhanced their morale. Data also indicated 
that 47.06% (n = 72) of participants agreed that their supervisor enhanced their morale.  
Only 20.26% (n = 31) of participants indicated that they disagreed that their supervisor 
enhances their morale and only 9.15% (n = 14) of participants indicated they strongly 
disagreed that their supervisor enhances their morale. The mean score was 2.86, the 
standard deviation was 0.88, and the variance was 0.78. 
Question 37 study data indicated that 28.21% (n = 44) of participants reported 
they strongly agreed that their supervisor took their needs into consideration. Data also 





their needs into consideration; only 16.03% (n = 25) of the participants disagreed that 
their supervisor took their needs into consideration. Data also indicated that 6.41% (n = 
10) of participants indicated they strongly disagreed that their supervisor took their needs 
into consideration. The mean score was 2.99, the standard deviation was 0.84, and the 
variance was 0.70. 
Question 38 study data indicated that 29.49% (n = 46) of participants reported 
they strongly agreed that their supervisor provided them with feedback. Study data also 
revealed that 57.05% (n = 89) of participants indicated that they agreed that their 
supervisor provided them with feedback. Contrastingly, 10.90% (n = 17) of participants 
indicated they disagreed that their supervisor provides them with feedback while 2.56% 
(n = 4) of participants indicated they strongly disagreed that their supervisor provided 
them with feedback. The mean score was 3.13, the standard deviation was 0.70, and the 
variance was 0.49.  
  Question 39 study data indicated that 28.39% (n = 44) of participants indicated 
they strongly agreed that their supervisor created a climate of trust. Data also showed that 
42.58% (n = 66) of participants also indicated that they agreed that their supervisor 
created a climate of trust. In contrast, 16 and 77% (n = 26) of participants indicated they 
disagreed that their supervisor created a climate of trust and 12.26% (n = 19) of 
participants reported they strongly disagreed that their supervisor created a climate of 






 Question 40 study data indicated that 37.18% (n = 58) of participants indicated 
that they strongly agreed that their coworkers cared about them and 56.41% (n = 88) of 
participants reported they agreed that their coworkers cared about them. Additionally, 
5.13% (n = 8) of participants indicated that they disagreed that their coworkers cared 
about them and 1.28% (n = 2) of participants indicated they strongly disagreed that their 
coworkers cared about them. The mean score was 3.29, the standard deviation was 0.62, 
and the variance was 0.39. 
 Question 41 study data revealed that 39.35% (n = 61) of participants indicated 
that they strongly agreed that their coworkers were comfortable with them and 56.13% (n 
= 87) of participants indicated that they agreed that their coworkers were comfortable 
with them. Study data further revealed that only 3.87% (n = 6) of participants indicated 
that they disagreed that their coworkers were comfortable with them and that 0.65% (n = 
1) of participants reported they strongly disagreed that their coworkers were comfortable 
with them. The mean score was 3.34, the standard deviation was 0.58, and the variance 
was 0.34. 
 Question 42 study data revealed that 32.47% (n = 50) of participants indicated 
that they strongly agreed that their coworkers backed them up. Study data also revealed 
that 58.44% (n = 90) of participants indicated that they agreed that their coworkers 
backed them up and 7.79% (n = 12) of participants indicated that they disagreed that their 
coworkers backed them up. Data also showed that 1.30% (n = 2) of participants strongly 
disagreed that their coworkers backed them up. The mean score was 3.22, the standard 





 Question 43 study data revealed that 26.28% (n = 41) of participants indicated 
that they strongly agreed that their coworkers provided them with emotional support and 
that 60.26% (n = 94) of participants indicated that they agreed that their coworkers 
provided them with emotional support. In comparison, 11.54% (n = 18) of participants 
indicated they disagreed that their coworkers provided them with emotional support and 
1.92% (n = 3) of participants indicated they strongly disagreed that their coworkers 
provided them with emotional support. The mean score was 3.11, the standard deviation 
was 0.67, and the variance was 0.44.  
 Question 44 study data revealed that 25.32% (n = 39) of participants indicated 
they strongly agreed that their coworkers increased their morale. Data also revealed that 
60.39% (n = 93) of participants indicated they also agreed that their coworkers increased 
their morale. Data also showed that 11.69% (n = 18) of participants reported that they 
disagreed that their coworkers increase their morale and an additional 2.60% (n = 4) of 
participants indicated they strongly disagreed that their coworkers increase their morale. 
The mean score was 3.08, the standard deviation was 0.68, and the variance was 0.47. 
 Question 45 study data indicated that 22.58% (n = 35) of participants indicated 
they believed their coworkers took their needs into consideration and choose strongly 
agree as their survey response. Data also revealed that 65.16% (n = 101) of participants 
who choose agreed as their survey response indicated they believed their coworkers took 
their needs into consideration.  In contrast, data also revealed that 9.68% (n = 15) of 
participants reported they disagreed as their survey response and indicated that they 





participants surveyed choose strongly disagreed as their survey response to survey 
question 45, which indicated that they did not believe their coworkers took their needs 
into consideration. The mean score was 3.08, the standard deviation was 0.65, and the 
variance was 0.42. 
 Question 46 study data indicated that 14.94% (n = 23) of participants reported 
they believed their coworkers provided them with constructive criticism and choose 
strongly agreed as their survey response to the survey question. Data analysis revealed 
that 66.23% (n = 102) of the participants reported they believed their coworkers provided 
them with constructive criticism and choose agreed as their survey response to question 
46. Data also revealed that a smaller number of participants chose disagree (17.53%; n = 
27) and strongly disagree  (1.30% (n = 2) as survey responses in comparison to the 
66.23% (n-102) participants that chose agree as their survey response and believed that 
their coworkers provided them with constructive criticism. The mean score was 2.95, the 
standard deviation was 0.61, and the variance was 0.37. 
Study data responses to question 47, which asked if “coworkers could be trusted” 
revealed that 24.03% (n = 37) of participants who responded chose strongly agree as the 
survey response to the question. Data also showed that 62.34% (n = 93) of participants 
surveyed indicated that their coworkers can be trusted and chose “agree” as their survey 
response in this survey item. Study data further revealed that 12.34% (n = 19) of 
participants surveyed chose strongly disagree as their survey response which indicated a 
level of distrust among coworkers. In addition, data indicated that 1.30% (n = 1) surveyed 





coworkers. The mean score was 3.09, the standard deviation was 0.64, and the variance 
was 0.41. 
 Question 48 study data indicated that 13.64% (n = 21) of participants indicated 
strongly agree as their survey response and reported satisfaction with their salaries. An 
additional 43.51% or (n = 67) of participants indicated agree as a survey response and 
also note satisfaction with their salaries. In contrast, 24.31% (n = 37) of survey 
participants reported disagree as their survey response which indicated they are not 
satisfied with their salaries. In addition, 18.89% (n = 23) of survey participants also 
indicated they strongly disagree and experienced dissatisfaction with their salaries. The 
mean score was 2.52, the standard deviation was 0.95, and the variance was 0.90. 
 Question 49 study data revealed that 27.27% (n = 42) of the participants surveyed 
indicated satisfaction with their benefits package. Fifty and 65% (n = 78) of participants 
also indicated satisfaction with their benefits package. In contrast, 15 and 58% (n = 24) 
participants indicated dissatisfaction with their benefits package in addition to another 
6.49% (n = 10) of participants who indicated they strongly disagreed and experienced 
dissatisfaction with their benefits package. The mean score was 2.99, the standard 
deviation was 0.83, and the variance was 0.69. 
Question 50 revealed that 19.35% (n = 30) of participants chose strongly agree as 
their survey response and indication satisfaction with the professional development 
opportunities offered by their organization/agency. Study data showed that 50.32% (n = 
78) of participants indicated they experienced satisfaction with the professional 





(n = 32) of participants disagreed they experienced dissatisfaction with the professional 
development opportunities offered by their organization/agency. Data also indicated that 
9.68% (n = 15) of participants indicated they strongly disagreed they experienced 
dissatisfaction satisfied with the professional development opportunities offered by their 
organization/agency. The mean score was 2.79, the standard deviation was 0.86, and the 
variance was 0.74.   
Question 51 study data revealed that 45.22% (n = 71) of participants strongly 
agreed that they had a great deal of autonomy on their job. Data further revealed that 
42.68% (n = 67) of participants agreed that they have a great deal of autonomy on their 
job. In contrast, 9.55% (n = 15) of the participants disagreed that they have a great deal of 
autonomy on their job, in addition to the 2.55% (n = 4) of participants who indicated 
strongly disagreed that they do not have a great deal of autonomy on their job. The mean 
score was 3.31, the standard deviation was 0.75, and the variance was 0.56. 
 Question 52 study data revealed that 51.61% (n = 80) of participants strongly 
agreed that they had flexibility carrying out job tasks. Additionally, 41.29% (n = 64) of 
participants surveyed agreed that they have flexibility carrying out job tasks. In contrast, 
5.16% (n = 8) of participants disagreed that they have flexibility carrying out job tasks. 
Data also showed that 1.94% (n = 3) of participants strongly disagreed that they did not 
have flexibility carrying out job tasks. The mean score was 3.43, the standard deviation 
was 0.68, and the variance was 0.46.  
 Question 53 study data revealed that 42.95% (n = 67) of participants strongly 





and 8% (n = 75) of participants agreed that they had influence over the procedures they 
use to carry out their job. In contrast, 5.77% (n = 9) of participants disagreed that they 
had influence over the procedures they use to carry out their jobs. Data also showed that 
3.21% (n = 5) of participants indicated they strongly disagreed they had influence over 
the procedures they use to carry out their jobs. The mean score was 3.28, the standard 
deviation was 0.78, and the variance was 0.61. 
 Question 54 study data revealed that 29.03% (n = 45) of participants strongly 
agreed they experienced a great deal of stress on their job. Data further showed that 
42.58% (n = 66) of participants agreed that they experienced a great deal of stress on 
their job in contrast to the 5.77% (n = 9) of participants who stated that they disagreed 
that they experienced a great deal of stress on their job. Data also showed that an 
additional 3.21% (n = 5) of participants strongly disagreed that they experienced a great 
deal of stress on their job. The mean score was 2.18, the standard deviation was 1.05, and 
the variance was 1.10. 
 Question 55 study data revealed that 23.08% (n = 36) of participants strongly 
agreed that they worked under fixed time pressures. Additionally, 60.95% (n = 96) of 
participants agreed that they also work under fixed time pressures. In contrast, 10.90%  
(n = 17) of participants disagreed that they work under fixed time pressures and 5.13%  
(n = 8) of participants strongly disagreed that they worked under fixed time pressures. 
The mean score was 2.04, the standard deviation was 0.85, and the variance was 0.71. 
Section III of the survey instrument focused on the personal characteristics portion of the 





 Question 56 data revealed that 8.44% (n = 13) of participants strongly agreed they 
were concerned that the sluggish economy negatively impacted their job security. In 
addition, 24.03% (n = 37) of participants agreed that they were concerned that the 
sluggish economy negatively impacted their job security. In contrast, 25.97% (n = 40) of 
participants disagreed and had no concern that the sluggish economy negatively impacted 
their job security. Data also showed that 41.56% (n = 64) of participants strongly 
disagreed and were not concerned that the sluggish economy negatively impacted their 
job security. The mean score was 3.01, the standard deviation was 1.00, and the variance 
was 0.99. 
 Question 57 data revealed that 10.97% (n = 17) of participants strongly agreed 
that their organization/agency added non-supervisory/administrative duties to their 
current supervisory/administrative job tasks due to the sluggish economy. An additional 
32.26% (n = 50) of participants agreed that their organization/agency added 
nonsupervisory/administrative duties to their current supervisory/administrative job tasks 
due to the sluggish economy. Comparatively, 43.67% (n = 68) of participants disagreed 
that their organization/agency added non-supervisory/administrative duties to their 
current supervisory/administrative job tasks due to the sluggish economy. Data also 
showed that 12.90% (n = 20) of participants strongly disagreed that their 
organization/agency added nonsupervisory/administrative duties to their current 
supervisory/administrative job tasks due to the sluggish economy. The mean score was 





 Question 58 study data revealed that 9.55% (n = 15) of participants strongly 
agreed the sluggish economy negatively impacted their opportunities for growth within 
their organization/agency. Data revealed that 28.66% (n = 45) of participants agreed the 
sluggish economy negatively impacted their opportunities for growth within their 
organization/agency. Study data also showed that 47.77% (n = 75) of participants 
disagreed the sluggish economy negatively impacted their opportunities for growth 
within their organization/agency. In addition, 14.01% (n = 22) of participants strongly 
disagree that the sluggish economy negatively impacts their opportunities for growth 
within their organization/agency. The mean score was 2.66, the standard deviation was 
0.83, and the variance was 0.69.  
 
Factor Analysis: Organizational Characteristics - RQ1 
 Calitz (2014), Barth et al. (2008), and Lowe et al. (2003) identified organizational 
characteristics as a statistically significant predictor of job satisfaction among social 
workers. Findings from this study showed that organizational characteristics statistically 
influenced job satisfaction rates of survey participants. As such, the organizational 
characteristics variable was used as the dependent variable for statistical analyses. The 
initial level of data analysis used descriptive analysis during the assessment of the 
demographic data, research questions, and hypotheses. The secondary level of statistical 
analyses used an exploratory factor analysis to test whether organizational characteristics 
were a predictor of job satisfaction and personal characteristics and showed a significant 





collinearity of the dependent and independent variables. The target population for this 
study was social work supervisors and administrators from the Unites States.  
Factor analysis tests using Kaiser-Myer-Olkin (KMO) test of Sampling 
Adequacy, Bartlett’s Test of Sphericity; Scree Plot with Principal Component Analysis 
Method of Extraction, Rotation Collinearity diagnostics were used to test the correlation 
between variables in this study. A histogram, Durbin-Watson tests for auto-correlation, 
normal P-plot, and a standardized residual test of the dependent variable in this study 
were also used to test the correlation between variables. Step-wise Regression analysis 
was also employed highlighting the use of the Analysis of Variance (ANOVA). Berger 
(2003) strongly urged researchers to incorporate the use of multiple regression analysis 
when assessing the correlation between dependent and independent variables. 
Organizational characteristics were found to be strong predictors of job satisfaction in 
this study. Factor analysis and step-wise multiple regression analyses were used to test 
for multicollinearity. Factor analysis and step-wise multiple regression analysis for both 
male and female gender selection were conducted of the sample size (n = 159) to test if 
the job task factors and personal characteristics significantly predicted organizational 
characteristics which was found to be a known predictor of job satisfaction. The results of 
the regression analysis showed that 55.7% of the variance (R2=.562, F=2,156) = 100, 
273, p .001. Study data further indicated that job task factors significantly predicted 
organizational characteristics (B=.526, p.001) and that personal characteristics was a 





Rotated Component Matrix loadings from the factor analysis data revealed 
moderate-to-strong correlations between supervisory survey questions. All of the 
following factor loadings are in descending order. 
Question 33: My supervisor makes me feel comfortable   .931  
Question 36: My supervisor enhances my morale    .905  
Question 37: My supervisor takes my needs into  
consideration         .891  
Question 34: My supervisor backs me up     .884 
Question 39: My supervisor creates a climate of trust   .879  
Question 35: My supervisor provides me with emotional support  .872 
Question 32:  My supervisor cares about me as a person   .863 
Question 38: My supervisor provides me with feedback and     
Component 1        .683 
Rotated Component Matrix loadings from the factor analysis also revealed moderate-to-
strong correlations between the following coworker survey questions:  
Question 45:  My coworkers take my needs into consideration  .870   
Question 42:  My coworkers back me up     .861  
Question 43: My coworkers provide me with emotional support  .861  
Question 44: My coworkers increase my morale    .854  
Question 40: My coworkers care about me     .849  
Question 41: My coworkers are comfortable with me   .837  





 Question 46: My coworkers provide constructive criticism  
 
and Component 2       .668  
Moderate-to-strong correlations were seen between component 5 and the following 
questions: 
Question 28: My organization/agency provides an adequate  
amount of organizational resources      .686  
Question 50: I am satisfied with the professional development  
opportunities offered by my organization/agency   .633  
Question 26:  My organization/agency employs an adequate  
number of support staff       .566  
Question 27: My organization/agency employs an adequate  
number of professional staff       .526  
Moderate-to-strong correlations were also seen between component 11 and the following 
questions: 
  Question 48:  I am satisfied with my salary, and    .650 
 Question 49:  I am satisfied with my benefits package  .610  
  Rotation Component Matrix loadings from factor analysis also indicated moderate-to-
strong correlations between component 7 and the questions that follow: 
 Question 30: I am satisfied with the staff interactions between  
 professional and support staff at my organization/agency   .788 
 Question 29 - I am satisfied with the staff interactions among  





 Question 31:  I am satisfied with the staff interactions between .675 
  professional and administrative staff at my organization/agency   
Kaiser-Meyer-Olkin (KMO) was used to measure the adequacy of a test sample 
for use in factor analysis. A sample is adequate when its value is greater than or closer to 
1 but more than 0.6. Bartlett’s Test of Sphericity tests the null hypothesis and assumes a 
95% significance level when alpha = 0.05 (Field, 2017). As shown in Table 9, the Kaiser-
Meyer-Olkin (KMO) measure of sampling value is 0.745 which indicated that the sample 
was adequate for use in factor analysis. Bartlett’s Test of Sphericity values were: Approx. 
Chi square 6684.285; df. = 1830 and Sig (p-value) = .000. In this study, p = 0.000, which 
is less than p=0.05, validated the significance of the test sample and uses of Factor 
analysis as a viable methodology for statistical analysis of the data. 
 
Table 9  
KMO and Bartlett’s Test – RQ1 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy  .745 
Bartlett’s Test of Sampling Sphericity Approx. Chi Square 6684.25 
 Df 1830.000 
 Sig. – (p-value) .000 
 
 Greasley (2011) indicated that histograms presented frequency distribution of the 
continuous study data for interpretation and analysis. Descriptive data results from the 
histogram in this study revealed a normal distribution. As noted in Figure 1, the mean is   



















Figure 1. Regression standardized residual: Histogram – RQ1. 
 
Internal Consistency Reliability was found to exist among the Job Descriptive 
Index (Smith, 1997) and Job Descriptive Index (Revised, 2009) in the rate of work, pay, 
promotion, coworkers and supervision categories, respectively (Kinicki, 2002). In this 
study, the work questions (27, 28, 31), pay questions (48, 49), coworker questions (29, 
30, 40-47), and supervision categories correlated to the work, pay, coworkers, and 
supervision categories in the Job Descriptive Index (Smith, 1997). The questions also 





Cronbach’s Alpha indicated the presence of a good rate of internal consistency reliability 




Reliability Statistics:  Cronbach’s Alpha for RQ1 through RQ5 
 
Cronbach’s Alpha Standardized Items Number of Items 
.891 .895 58 
 
 
 Analysis of descriptive statistical data from descriptive statistics for Personal 
Characteristics, Organizational Characteristics, and Job Task Factors (see Table 11) 
showed that there was a statistically significant relationship between job satisfaction and 
organizational characteristics; job satisfaction and personal characteristics and job 
satisfaction and job task factors. Descriptive data for the Pearson Correlation r-values 
were 1.0, .734 and .786, respectively which indicated that a positive and statistically 
significant correlation existed between job satisfaction and each independent variable 
associated. Descriptive statistics further revealed a positive relationship existed between 
job satisfaction and organizational characteristics and job satisfaction and job task factors 
as the level of significance equaled .000 and the null hypothesis (Ho) was rejected. 
Organizational Characteristics (SCII) was recoded and representative of questions 26 








Descriptive Statistics: Personal Factors, Organizational Characteristics, and Job Task  
 
Factors for RQ1 through RQ5 
 
  Personal Organizational Job Task 
  Characteristics Characteristics Factors 
Pearson Correlation Personal Characteristics 1.000 .734 .786 
 Organizational Characteristics .734 1.000 .790 
 Job Task Factors .786 .790 1.000 
Sig (1-tailed) Personal Characteristics - .000 .000 
 Organizational Characteristics .000 - .000 
 Job Task Factors .000 .000 - 
N Personal Characteristics 163 163 163 
 Organizational Characteristics 163 163 163 
 Job Task Factors 163 163 163 
 
Note:  Personal Characteristics = SC1 variable; Organizational Characteristics = SC2 variable; Job Task 
Factors = SC3 variable; SC1+SC2+SC3 = Job Satisfaction survey questions and comprises all the areas. 
N=163 in this model. 
 
 
 Further analysis of the data revealed that no autocorrelation existed from the 
computation utilizing the Durbin-Watson statistic, as seen in the statistical value of 2.02 
and noted in Table 12. 
Table 12  
Regression Analysis: Durbin-Watson Model Summary for RQ1 through RQ5 
   Adjusted R Std. Error of  
Model R R Square Square The Estimate Durbin-Watson 
  1 .738a .544 .541 8.59192  
  2 .881b .776 .773 6.04284  







   Adjusted R Std. Error of  
Model R R Square Square The Estimate Durbin-Watson 
  4 .933d .871 .868 4.60989  
  5 .942e .888 .884 4.31482  
  6 .949f .901 .897 4.07265  
  7 .954g .911 .907 3.87761  
  8 .958h .918 .914 3.71753  
  9 .963i .927 .923 3.52591  
10 .967j .934 .930 3.35839  
11 .968k .938 .933 3.27906  
12 .970l .941 .936 3.21602  
13 .972m .944 .939 3.13728  
14 .973n .947 .941 3.06928  
15 .974o .949 .943 3.01993  
16 .976p .952 .947 2.93124  
17 .977q .954 .948 2.88825  
18 .978r .956 .950 2.84122  
19 .978s .957 .951 2.80434  
20 .979t .958 .952 2.77003  
21 .980u .960 .954 2.73426  
22 .980v .961 .955 2.69953  
23 .981w .963 .956 2.65858  
24 .982x .964 .958 2.61010 2.002 
 
Descriptive Statistics for Personal Characteristics, Organizational Characteristics, 
and Job Task Factors showed that there is a statistically significant relationship between 
job satisfaction and job task factors. Descriptive data for the Pearson Correlation r value 
is .790, indicated that a positive and statistically significant correlation exists between job 
satisfaction and job task factors (see Table 11). Descriptive statistics further revealed a 





satisfaction, and job task factors as the level of significance equals .000; therefore, the 
null hypothesis (Ho) was rejected. Job Task Factors, SCIII were recoded and is 
representative of questions 51 through 58 in the survey. 
 
Durbin–Watson: RQ2   
As seen in RQ1, further analysis of the data revealed that no autocorrelation 
existed from the computation that used the Durbin-Watson statistic for RQ2, as noted in 
the statistical value of 2.002 in Table 12. 
 Moderate-to-strong correlations were found between component 4 and the 
following questions using factor analysis. 
Question 51:  I have a great deal of autonomy on my job   .789  
Question 52:  I have flexibility carrying out my job tasks   .809  
Question 53:  I have influence over the procedures used to  
carry out my job tasks       .743    
Rotation Component Matrix values from the factor analysis indicated a moderate-to-
strong correlation between component 14 and Question 55: 
 Question 55:  I work under fixed time pressures   .799  
Rotated Component Matrix loadings from factor analysis also revealed moderate-to-
strong correlation between Component 8 which focused on job security (.866) and 
Question 56: 
 Question 56: I am concerned that the sluggish economy  





Rotated Component Matrix loadings from the factor analysis also showed moderate-to-
strong correlations between Component 9 and the following question: 
 Question 58:  I am concerned that the sluggish economy has  
 negatively impacted my opportunities for growth within my 
 organization/agency, which focuses on the survey participants’ 
 ability to pay bills.        .746.  
 
Total Variance Explained – Eigenvalues 
 
Values from the Total Variance Explained table indicated eigenvalues were 
determined using the principal component extraction method. The first nine eigenvalues 
revealed less change, which indicated significance and variance among the factors. 
According to Field (2017), eigenvalues were unique and characteristic values that 
measured variability of all the factors which have been calculated by a particular factor. 
In the eigenvalue totals range, the values ranged from 11.237 which was equivalent to a 
variance of 19.373% to 0.39%, or 3.9%. The eigenvalues yielded percentage variances 
that ranged in the difference of 19% to 2%, respectively. The first four factors had 
variances (eigenvalues) that were greater than 1. The eigenvalues changed less markedly 
when more than six factors were being used. Therefore, 4–6 factors appeared to explain 
most of the variability in the data. The percentage of variability that factor 1 explained 
was 0.532, or 53.2%. The percentage of variability that factor 4 explained was 0.088, or 
8.8%.  
Interpretation of the Total Variance Explained component data further revealed 





to the 15 factors calculated in the extraction and rotation sums of squared loadings 
columns, respectively. The 15 components explained 73.372% of the variance in the data. 
The first component accounted for 12.15% of the variance, while the 15th component 
accounted for 2.69% of the variance. 
 
Scree Plot 
As shown in Figure 2, the Scree Plot reveals the slope at which the eigenvalues on 










Figure 2. Scree Plot – RQ2. 
 
The point at which the slope begins to stabilize is the point at which the number 
of factors or components are said to have been calculated for use in analysis (Field, 2017; 
Greasley, 2011). In this study, the initial four factors provided a satisfactory record of a 
significant amount of variability. The remaining factors illustrated a minute proportion of 





Cronbach’s Alpha – RQ2   
 
Internal Consistency Reliability was found to exist among the Job Descriptive 
Index (1997) and Job Descriptive Index (Revised, 2009) in the rate of work, pay, 
promotion, coworkers and supervision categories, respectively (Kinicki, 2002). In this 
study, the pay questions (51-55, 57, 58) to the pay category in the Job Descriptive Index 
(JDI, 1997) corresponded to Section III of the survey instrument. Data analysis from the 
application of Cronbach’s Alpha indicated the presence of a good rate of internal 
consistency reliability with an alpha value of .891 (see Table 10). 
 
ANOVA – RQ2 
 Analysis of descriptive statistical data from Analysis of Variance as seen in Table 
13, details an F-value in model one equal to 170.506 and an F-value in model two equal 
to 100.273. The level of significance in both models indicated (p = <.000) statistically 
significant between job task factors and the job satisfaction rates of Social 





ANOVA for RQ2:  Job Task Factors 
  ANOVAa   
  Sum of  Mean   
Model Squares df Square F Sig. 
1 Regression 20825.7     1 20825.7 170.506 .000b 
 Residual 19176.0 157 122.140   







  ANOVAa   
  Sum of  Mean   
Model Squares df Square F Sig. 
2 Regression 22499.7     2 11249.8 100.273 .000c 
 Residual 17502.0 156 112.192   
 Total 40001.7 158    
 
a. Dependent Variable: Organizational Characteristics  11.15.17 
b. Predictors: (Constant), Job Task Factors 
c. Predictors: (Constant), Job Task Factors, Personal Characteristics 
 
KMO-Bartlett’s Test of Sphericicty 
Kaiser-Meyer-Olkin (KMO) was used to measure the adequacy of a test sample 
for use in factor analysis. A sample was said to be adequate when its value was greater 
than or closer to 1 but more than 0.6. Bartlett’s Test of Sphericity was used to test the null 
hypothesis and assumed a 95% significance level when alpha = 0.05 (Field, 2017). In this 
study, the Kaiser-Meyer-Olkin (KMO) measurement of sampling value was 0.745, which 
indicated that the sample was adequate for use in factor analysis. Bartlett’s Test of 
Sphericity values were: Approx. Chi square: 6684.285; df=1830 and Sig. = .000 (see 
Table 9). In this study, p = 0.000, which is less than p = 0.05, validated the significance 
of the test sample and use of Factor analysis as a viable methodology for statistical 
analysis of the data.  Descriptive Statistics for Personal Characteristics, Organizational 
Characteristics, and Job Task Factors showed that there was a statistically significant 





As seen in Table 14, descriptive data for the Pearson Correlation r-values were 
.734 and 1.000 which indicated that a positive and statistically significant correlation 
existed between job satisfaction and personal characteristics.  
 
Table 14 
Research Question 3 and Hypothesis 3 – Personal Characteristics 
 
Research Question and Hypothesis Analytic Approach Employed Variable 
RQ3: Is there a relationship between 
personal characteristics and 
the job satisfaction rates of 
U.S. social work supervisors 
and administrators? 
 








Bartlett’s Test of Sphericity: Appr. 
Chi. Sq. 
Sig. (p-value) 


















V first 15 factors = 
73.3% 
Ho3:  There is no statistically 
significant relationship 
between personal 
characteristics and job 
satisfaction rates of U.S. social 








Descriptive statistics further revealed a positive relationship existed between job 
satisfaction and organizational characteristics and job satisfaction and personal 
characteristics as the level of significance was equal to .000, the null hypothesis would 
have to be rejected. Personal Characteristics (SC1) was recoded and representative of 
questions 1 through 15 in the survey (see Table 11).  
 
Descriptive Statistics Analysis – RQ3 
Data analysis also revealed that participants range in ages between 20 to 60 years 
old. Data also detailed that social work supervisors accounted for 43.75% of the 
participants while social work administrators participate at a rate of 56.25% in the survey. 
Statistical data also indicated that the health status rates of social work leaders’ was 
similar for question 8 of the questionnaire. Study data revealed that 47.70% (n = 75) of 
the participants rated their health status as being excellent while 49.04% (n = 77) rated 
their health status as being good. Less than 4% of the social work leaders rated their 
health status as either poor or fair (see Table 15).  
 
Table 15 
Demographic Profile of Social Work Supervisors and Administrators (N = 160): RQ3 
through RQ5 
Variable Frequency Valid Percent Mean Std. Dev. Variance 
Gender   1.76 0.43 0.18 
 Male 39 24.38%    
 Female 121 75.63%    







Variable Frequency Valid Percent Mean Std. Dev. Variance 
Age   3.50 1.08 1,17 
 20 – 29 4 2.52%    
 30 – 39 28 17.61%    
 40 – 49 44 27.67%    
 50 – 59 50 31.45%    
 60 and older 33 20.75%    
Ethnicity   1.69 0.86 0.74 
 Black/African American 74 46.25%    
 White/Caucasian 75 46.88%    
 Latino(a)/Hispanic (regardless 3 1.88%    
  of race)      
 Asian 3 1.88%    
 Other 5 3.13%    
 Total 160 100.00%    
 
Of equal interest was the rate of 21.66% (n = 34) of social work leaders that 
reported having less than five years of work experience at the supervisory or 
administrative levels. An additional statistical report indicated that 31.85/% (n = 50) of 
participants were over 15 years of experience as a supervisor or administrator and 
14.65% (n = 23) of the participants also reported having 11-15 years of experience at the 
supervisory or administrative level. The Demographic Profile of Social Work Supervisors 
and Administrators provided a detailed summary of supervisor and administrator 
employment rates.  Descriptive statistics provided data on the participants’ responses 
reflective to their specific specialty. Approximately 40% (n = 62) of the participants 
reported employment in the social services sector; 28.85% (n = 45) of participants  





specialty with one participant reported employment in long-term care. As illustrated in 




Specific Specialty of Social Work Supervisors and Administrators (N = 156): RQ3 
 
  Valid    
Variable Frequency Percent Mean Std. Dev. Variance 
Specialty – Medical 28 17.95% 3.34 1.28 1.89 
Long Term Care 1 .64%    
Social Services 62 39.74%    
Mental Health/Development Disabilities 20 12.82%    
Other 45 28.85%    
Total 156 100.00%    
 
 
Research Findings: Durbin-Watson RQ3 
Analysis of the data also revealed that no autocorrelation existed from the 
computation utilizing the Durbin-Watson statistic which was revealed to be 2.02 as seen 
in the analyses of RQ1 and RQ2.  
 
Cronbach’s Alpha: Personal Characteristics – RQ3 
Internal Consistency Reliability was found to exist among the Job Descriptive 
Index (1997) and Job Descriptive Index (Revised, 2009) in the rate of work, pay, 
promotion, coworkers, and supervision categories, respectively (Kinicki, 2002). In this 
study, the pay questions (48, 49) and coworkers’ questions (29, 30, 40-47); categories 
correlated to the pay and coworker’s questions category in the Job Descriptive Index 





characteristics) and coworkers promotion (questions 11,13) in the Job Descriptive Index 
(1997). Data analysis from the application of Cronbach’s Alpha indicated the presence of 
a good rate of internal consistency reliability with an alpha value of .891 (see Table 10). 
 
Research Findings: Exploratory Factor Analysis (EFA) – RQ3 
Factor analysis rotation component matrix values ranged from extremely small to 
moderate-to-strong correlations between component 12 and the following questions: 
Question 8: My health status is     -.671 
Question 21: I take a positive attitude toward myself    .566 
Question 22: On a whole I am satisfied with myself    .546    
Question 1 (Gender):        -.503 
Rotation Component Matrix loadings from the factor analysis indicated moderate-to-
strong correlations between component 6 and question 2, and component 11 and question 
3:  
Question 2 (Age): My age is within the following age range .817   
Question 3 (Race): The one racial/ethnic category that best   
describes me is…       .744  
Moderate-to-strong correlations were seen between component 14 and the following 
questions: 
Questions 4: The highest social work degree I have received is  .719 
Question 7:  I function at the following level within my  
organization         .541 





Question 19:  I am able to do things as well as most other   .584 
people         
A Rotation Component Matrix from factor analysis also indicated moderate-to-strong 
correlations between component 6 and the following questions:  
 Question 9:  I have been a social work supervisor/administrator  
 for…          .793 
 Question 15:  I have been employed with my organization/ 
 agency for…         .603 
 Question 10:  My current salary is…     .538 
Factor analysis factor loadings of components 8 and 9 provided data specific to 
participants’ responses to the sluggish economy’s impact on participant job security, 
advancement opportunities and their ability to pay their bills. Moderate-to-strong 
correlations were also found between component 8 and Question 13:  
 Question 13: I believe that the sluggish economy has limited  
 opportunities for advancement in my specialty    .743 
Moderate-to-strong correlations were also found between component 9 and Question 12:   
 Question 12: I worry about paying my bills    .521  
A Rotation Component Matrix from factor analysis also provided values that show 
moderate-to-strong correlations between component 10 and the following questions:  
 Question 17: I feel that I have a number of good qualities  .884   
 Question 16: I feel that I am a person of worth or at least on   





Factor analysis further revealed moderate-to-strong correlations between component 3 
and the following questions:  
 Question 21: I take a positive attitude toward myself   .505  
 Question 25: At times, I think I am no good at all    .757  
 Question 18: All in all, I’m inclined to feel that I am a failure  .725  
 Question 24:  I wish I could have more respect for myself   .664  
 Question 23:  I certainly feel useless at times    .645. 
 Table 17 provides the corresponding research question and hypothesis for RQ4, 
ethnic minorities variable, the list of relevant statistical approaches employed, and the 
data results for each test.  
 
Table 17 
Research Question 4 and Hypothesis 4 - Ethnic Minorities 
Research Question and Hypothesis Analytic Approach Employed Variable 
RQ4: Is there a difference in the job 
satisfaction rates of U.S. ethnic 
minority social work supervisors 
and administrators and U.S. non-
ethnic minority social work 
supervisors and administrators? 
Stepwise Multiple Regression 











 Std. Dev. 













Research Question and Hypothesis Analytic Approach Employed Variable 




Ho4:  There is no statistically significant 
relationship between U.S. ethnic 
minority social work supervisors 
and administrators and U.S. non-
ethnic minority social work 
supervisors and administrators. 
  
 
Descriptive Data Analysis – Pearson Correlation RQ4 
 
A stepwise multiple regression analysis that is stratified by race (n = 159) was 
conducted to test whether job task factors and personal characteristics significantly 
predicted organizational characteristics. The results of the final regression model yielded 
the following variances: RQ1 organizational characteristics  = .226; RQ2  job task  
factors   = .142; RQ3 personal characteristics  = .028; RQ4  age = .152; RQ5 gender  = 
.414 (see Table 18).  
 
Table 18 
Descriptive Statistics: Pearson Correlation – RQ4 
      The one 
      racial/ethnic 
      category that 
      best 
      describes me 
  Organizational Personal Job Task  is: Selected 
  Characteristics Characteristics Factors My gender is: Choice 
Sig. (1-tailed) Organizational - .000 .000 .421 .226 
 Characteristics      
 Personal .000 - .000 .452 .028 







      The one 
      racial/ethnic 
      category that 
      Best 
      describes me 
  Organizational Personal Job Task  is: Selected 
  Characteristics Characteristics Factors My gender is: Choice 
 Job Task Factors .000 .000 - .316 .142 
 My gender is: .421 .452 .316 - .414 
 The one racial/ethnic .226 .028 .142 .414 - 
 category that best      
 describes me is: -       
 Selected Choice      
 My age is within the .162 .121 .004 .284 .191 
 following range:      
N Organizational 159 159 159 159 159 
 Characteristics      
 Personal 159 159 159 159 159 
 Characteristics      
 Job Task Factors 159 159 159 159 159 
 My gender is: 159 159 159 159 159 
 The one racial/ethnic 159 159 159 159 159 
 category that best      
 describes me is: -       
 Selected Choice      
 My age is within the 159 159 159 159 159 
 following range:      
 
Data from descriptive statistics indicated minimal differences in the frequency of 
survey participants when stratified by race. Data also indicated evidence of equitable 
representation rates between African-American survey participants at a rate equal to 
46.25% (n = 74) among African-American survey participants; and a similar rate of 





Latinos, non-Latinos and other ethnic and linguistic populations participated at a rate of 
less than 7% of the population in the survey.  
 Table 19 presents research question 5 and hypothesis 5 for review along with each 
analytic test used during data analysis and the corresponding results for each test 
conducted. The results from each corresponding test either supported the null hypothesis 
or disproved the null hypothesis, depending on the values provided. 
 
Table 19 
Research Question 5 and Hypothesis 5 – Gender 
Research Question and Hypothesis Analytic Approach Employed Variable 
RQ5: Is there a difference between the  
 job satisfaction rates of U.S.  
 female social work supervisors  
 and administrators and U.S. male 









Ho5:  There is no statistically significant 
relationship between U.S. female 
social work supervisors and 
administrators and U. S. male  




 Descriptive statistics were used during the analysis of data to examine the results 
of the demographic data in order to answer the research questions and to assess the 
hypotheses. Statistical data for this study were extrapolated for analysis through the use 





identified the importance of developing study population variable categories and 
summaries during the process of descriptive data analysis. Factor analysis of the study 
population was beneficial in the current study for assessing the veracity of the 
relationships and clarifying correlations between the independent and dependent 
variables. Additional key uses of factor analysis include the reorganization and 
summarization of data that has been collected and testing for internal consistency 
reliability (Drost, 2011; Young & Pearce, 2013).  
A stepwise multiple regression analysis for both male and female gender selection 
(n = 159) was conducted to test if the job task factors and personal characteristics 
significantly predict organizational characteristics. Table 20 shows the results of the 
model summary of the regression analysis and indicates the two predictors that explain 
55.7% of the variance (R2 =.562, F (2,156) =100.273, p<.001). It has been found that job 
task factors significantly predict organizational characteristics (β = .526, p<.001), as do 
personal characteristics (β = .283, p<.001), but to a lesser degree. 
 
Table 20 
Model Summary: Regression Analysis – RQ5 
 
    Std. Error Change Status 
   Adjusted of the R Square    
Model R R Square R Square Estimate Change F Change df1 df2 
    1 .733a .521 .518 11.0517 .521 170.506 1 157 
    2 .750b .562 .557 10.5921 .042 14.921 1 156 
 
 
Two hundred forty-four survey questionnaires were initially opened. Of the 244 





and recoded as per standards for recoding techniques for use in quantitative data analysis 
with SPSS (Lake et al., 2010; Greasley, 2012). 
When stratified by gender, study data revealed that women (75.63%; n = 121) 
participate in the survey at a higher rate in comparison to men (24.38%; n = 39). Data 
revealed that survey completion averages are analogous to those of national employment 
trends among female and male social workers, respectively (Bureau of Labor Statistics, 
2016; NASW Center for Workforce Development, 2017).  
Questions 16-25 corresponded to the Rosenberg Self-Esteem Scale (RSES) and 
included 10 categorical questions, of which 5 questions were positive and 5 questions 
were negative. Participants answered and rated their respective rates of self-esteem using 
a 4-point Likert scale (Strongly Agree, Agree, Disagree, Strongly Disagree). Greasley 
(2011) purported the use of precise data analysis when testing for internal consistency 
reliability with the use of categorical, self-reporteding survey tools. The use of recoding 
has been recommended to strengthen reliability when any negative questions are recoded 
to a positive direction to ensure that all of the questions are all aligned in the same 
manner (Greasley, 2011). Cronbach’s Alpha (if items are deleted) revealed high internal 










Item Total Statistics: RQ5 
 
 Cronbach’s Alpha 
 if Item Deleted 
16. I feel that I am a person of worth, or at least on a equal plane with others. .891 
17.  I feel that I have a number of good qualities. .891 
18. All in all, I’m inclined to feel that I am a failure. .890 
19. I am able to do things as well as most other people. .892 
20. I feel I do not have much to be proud of. .891 
21. I take a positive attitude toward myself. .890 
22. On the whole, I am satisfied with myself. .888 
23. I certainly feel useless at times. .890 
24. I wish I could have more respect for myself. .890 
25. At times, I think I am no good at all. .890 
 
 
  Factor analysis tests using Kaiser-Myer-Olkin (KMO) test of Sampling 
Adequacy: Bartlett’s Test of Sphericity; Scree Plot with Principal Component Analysis 
Method of Extraction, Rotation Collinearity diagnostics were used to test the correlation 
between variables in this study. Histogram, Durbin-Watson tests for auto-correlation; 
normal P-plot and standardized residual test of the dependent variable in this study were 
also used to test the correlation between variables. Step-wise Regression analysis was 
also employed highlighting the use of the Analysis of Variance (ANOVA). Berger (2003) 
strongly urged researchers to incorporate the use of multiple regression analysis when 
assessing the correlation between dependent and independent variables.  
The Scree Plot (see Figure 2) illustrated the slope at which the eigenvalues on the 





to stabilize is the point at which the number of factors of components would be calculated 
for analysis (Field, 2017; Greasley, 2011).  In this study, the initial four factors provide a 
satisfactory record of a significant amount of variability.  The remaining factors 
illustrated a minute proportion of the variability within the sample and were most likely 
to be unimportant. 
  
Data Collection 
Study participants agreed to complete the survey through an encrypted link that 
was administered online through a third-party server managed by Qualtrics, Inc.  Survey 
data that were obtained from the participants were stored and maintained by Qualtrics, 
Inc. in Utah. Study participants completed surveys on a voluntary basis without any form 
of remuneration or contact from the researcher regarding results of the study. The study 
was administered twice, once utilizing random sampling techniques and the second 
administration utilizing purposive sampling techniques for a target population whose 
focus was to reach social work leaders in metropolitan Atlanta, Georgia.  
 
Demographic Data  
Original study data revealed that 58% of eligible survey participants (N1 = 141) 
responded to the initial survey during the initial survey administration. Consequently, 
however, according the scoring administration guide from the Bowling Green State 
University Job Descriptive Index (JDI) code book, 21 of the original survey 
questionnaires were missing more than three answers in one or more sections and was not 
used for analysis due to missing values in the survey data. Hence, data from 120 





administration. During the second administration phase, approximately 22% (N3 = 43) of 
survey participants indicated survey completion and provided survey responses for use in 
analysis during the second phase of data analysis. Acquavita et al. (2009) highlighted the 
benefits of an internet-based survey administration in contrast to administering pen and 
paper administration or in–person administration of a survey questionnaire in their study 
of social worker job satisfaction across organizational and personal factors. Study data 
revealed that organizational factors and the racial composition of the social workers were 
predictors of social worker job satisfaction. Research findings further revealed that the 
use of the Internet for survey completion offered study participants more anonymity and 
















 The purpose of this study was to analyze the relationship between job satisfaction 
and organizational characteristics; job satisfaction and job task factors; and job 
satisfaction and personal characteristics among social work supervisors and 
administrators in the United States. Upon completion of the multiple linear regression 
analyses, several findings became perfectly clear. First, transformational leadership 
positively impacted job satisfaction. Participants in this study strongly agreed on the 
importance of role clarity, coworker support, organizational stability, and the 
supervisor/administrator need to inspire, motivate and work with coworkers to achieve an 
organization’s/agency’s overall goals and mission. Positive transformational leadership 
within the workplace reinforced Maslow’s (1970a) Hierarchy of Needs and decreased 
worker turnover. Second, the need for constructive feedback, validation and autonomy 
were important to social work supervisors and administrators and built upon employee 
affective commitment to organizations and agencies. Last, although not least, was 
organizational culture (i.e., organization assumptions, values, norms, expectations, and 
behaviors) and climate (i.e., employee perceptions of the psychological impact of their 





discriminatory, etc.) as key to job satisfaction, job tasks and personal characteristics. This 
was supported by Carayon’s et al. (2015) socio-technical model, more commonly called 
Socio-technical Systems (STS) which addressed workplace safety and stability with 
concentric layers of the work environment, socio-organizational context and workplace 
climate. Carayon et al. addressed the importance of understanding the work environment, 
organization, and workplace factors that contributed to job security and helped to develop 
effective and integrated solutions that deal with persistent workplace leadership and the 
challenges on all system levels. 
 
Transformational Leadership Positively Impacts Job Satisfaction 
 Transformational leadership in the context of social work practice refers to 
creation of a work environment in which team members worked, grew, interacted, and 
produced positive client outcomes. There were four dominant traits characteristic of 
transformational leadership: (a) development and growth on an individual level, which  
included both client and employee; (b) improved performance; (c) organizational change 
and development, and (d) the enhanced value of people.  Hypothesis 1 addressed 
transformational leadership. For purposes of this study, organizational leadership was 
defined as how an organization/agency arranged, managed, guided and operated 
systemically (Oldham & Hackman, 1981) and included areas such as centralization, 
formalization, instrumental communication, supervision, and legitimacy (Lincoln & 
Kallebearg, 1990). Survey participants responded to a codified version of the Job 
Descriptive Index and Rosenberg Self-Esteem Scale. The survey instrument was made up 





items 26–50, focused on organizational characteristics that included worker 
characteristics, task factors, and personal characteristics to maximize worker, growth, 
interactions, and production of positive client outcomes. 
 Transformation leadership was validated as an important variable in the 
examination of the relationship between organizational characteristics and job 
satisfaction rates of U.S. social work supervisors and administrators. The study used 
multiple regression analysis to understand social work supervisors and administrators’ 
perceptions of the relationship between organizational characteristics and job satisfaction. 
Several questions were posed, which inquired about the adequate number of support staff 
within an organization/agency, adequate number of professional staff within an 
organization/agency, adequate resources, professional development, benefit packages and 
salaries.  
 Study findings indicated that supervisor and administrator interactions with 
workers positively correlated to job satisfaction. Seventy-eight percent (23% strongly 
agreed; 55%, agreed) of the participants in this study confirmed the importance of staff 
interactions between professional and support staff. This figure was equal in importance 
for staff interactions between professional and administrative staff. Seventy-nine percent 
(20%, strongly agreed; 59% agreed) of the participants felt staff interactions between 
professional and administrative staff were important. This suggested that social work 
administrators and supervisors saw merit in interactions between professional staff, 
support staff and administrative staff. Additional findings of this study indicated that job 





Fifty-eight percent (14% strongly agree; 44% agree) positively correlated salary to job 
satisfaction. Forty-two percent (24% disagreed; 18% strongly disagreed) of the 
participants expressed dissatisfaction with their salaries and viewed this as a negative. 
The latter was reinforced with the benefit package finding. Seventy-eight percent (27% 
strongly agreed; 51% agreed) positively correlated a mutually agreeable benefits package 
to job satisfaction, whereas 22% (16% disagreed; 6% strongly disagreed) reported 
dissatisfaction with their benefits package. Lastly, professional development also was a 
key finding of this study. Sixty-nine percent (19% strongly agreed; 50% agreed) 
positively correlated professional development to job satisfaction. Data revealed no 
positive correlation existed between participants who found professional development 
opportunities in their work place and job satisfaction. Data revealed that 31% of survey 
participant indicated dissatisfaction with not being able to participate in a professional 
development party, (21% disagreed; 10% strongly disagreed) did not find professional 
development opportunities within their work place that positively correlates in their job. 
These findings were consistent with Cole, Panchanadeswaran, and Daining (2004) who 
reported that factors such as salary, job autonomy, and opportunities for promotion, 
quality of supervision, good working conditions, and support from coworkers, perceived 
efficacy, and social supports contributed to increased job satisfaction for social workers. 
Hence, social work supervisors and administrators played a critical role in 
transformational leadership with affective nurturing in the work environment by creating 
an environment where employees are motivated and nurtured to interact, grow and 





a shift in and improvement in practice behaviors that resulted in greater job satisfaction 
rates as social worker supervisors and administrators received supportive supervision 
from their agencies, executive management, organizational boards of directors, and 
stakeholders.  
 
Constructive Feedback, Validation, and Autonomy 
 The second topical finding of this study addressed the importance of supervisor 
and administrator feedback, validation and autonomy. Each of these was grounded in 
supervision and was associated with the supervisor and administrator relationship. 
Bromberg (1982, cited in Inskipp & Proctor, 1995) defined supervision as a relationship 
between two people, one of whom has the purpose of using it to improve his or her work 
with someone in his or her life and the other who has the purpose of helping him or her to 
do this. Hess (1980, cited in Hawkins & Shohet, 2002) described supervision to be a 
quintessential interpersonal interaction that had a general goal whereby one person (the 
supervisor) met with another (the supervisee) in an effort to make the work of the latter 
more effective. The influence of supervisor and administrator support on job satisfaction 
was a significant finding of this study. The results indicated that supervisor and 
administrator support had a statistically significant positive effect on job satisfaction and 
that predictor variables included level of comfort, emotional support, morale, feedback, 
trust, social interactions, validation, autonomy, and respect within the work environment. 
 Significant and positive association was detected between supervisor/ 
administrator and worker level of comfort and job satisfaction. Seventy-nine percent 





worker comfort had a positive and significant association with the endogenous variable of 
job satisfaction. This also was true for supervisor/administrator feedback. Eighty-six 
percent (29% strongly agreed; 57% agreed) of the participants reported that 
supervisor/administrator feedback had a significant and positive impact on job 
satisfaction levels. Study findings also validated significant and positive correlations 
between supervisor/administrator emotional support, morale, trust, social interactions, 
validation, and autonomy, respect and job satisfaction. These findings demonstrated that 
as supervisors/administrators support increased within an organization or agency, job 
satisfaction levels of workers increased. Of the control variables used in this study, the 
job satisfaction variable was significantly correlated with supervisor/administrator 
emotional support, morale, trust, social interactions, validation, autonomy, and respect. 
These results suggested that workers who perceived supervisors and administrators as 
caring, supportive, validating, interactive, and engaging were more likely to express high 
levels of job satisfaction. Calitz et al. (2014) found that social workers attributed the lack 
of supervisor and administrator support to increased rates of not feeling fulfilled on their 
jobs and being unclear about their job duties and responsibilities.  
As mentioned in Chapter Two, emotional and physical demands of the work 
environment diminished job satisfaction as well as an agency’s climate and 
organizational behavior. Hafford-Letchfield (2012) stated that organizational behaviors 
are a set of actions, strategically calculated, that an organization or agency carried out to 
expand or define its resources and autonomy, and to provide effective services. Some 





vacillating behavior and policy stances. This study found, based upon the significant 
relationships between the variables and the significant correlations with job satisfaction, 
that social work supervisors and administrators have an opportunity to impact the feelings 
and attitudes of workers, and influence job satisfaction. Thus, through the modification  
behaviors and attitudes of supervisors and administrators can increase worker job 
satisfaction, organizations and agencies have the opportunity to (a) strengthen the level of 
commitment that employees have for the organization, (b) improve engagement, (c) 
improve motivation, (d) increase organizational profits, (d) enhance overall consumer 
value, and (e) enhance worker sustainability.  
 
Organizational Culture and Climate 
 
 For purposes of this study, Peterson and Spencer’s (1991) definition of 
organizational culture was used: “The deeply embedded patterns of organizational 
behavior and the shared values, assumptions and beliefs, or ideologies that members have 
about their organization or its work” (p. 142). 
Benjamin Schneider’s (1975) definition for organizational climate was used for 
this study. Its focus is on organizational members’ agreed perceptions of their 
organizational environment and focused on judgments and values, rather than practices 
and procedures: “The shared meaning organizational members attached to the events, 
policies, practices, and procedures they experience and the behaviors they see being 
rewarded, supported, and expected” (p. 363). 
Significant and positive associations were detected between supervisor and 





Ninety-five percent (39% strongly agree; 56% agree) of the participants reported a 
significant and positive correlation between coworker interaction and indicated care for 
one another and job satisfaction. Ninety percent (32% strongly agreed; 58%, agreed) of 
the participants reported a significant and positive correlation between coworker’s 
support and backing each other up and job satisfaction. Eighty-six percent (26% strongly 
agreed; 60% agreed) of the participants reported a significant and positive correlation 
between coworker emotional support and job satisfaction; and 85% (25% strongly 
agreed; 60% agreed) of the participants reported a significant and positive correlation 
between coworker increase morale and job satisfaction. Due to these findings, 
supervisors and administrators h a significant and positive impact on the job satisfaction 
levels of workers. Hence, it is necessary to support social work supervisors and 
administrators in order to increase their work-related wellbeing and organizational 
performance. 
These study findings were consistent with a meta-analysis and two systematic 
reviews that focused on organizational climate and wellbeing (Benzer & Horner, 2015), 
which found strong associations between organizational climate, worker wellbeing, and 
the social and interpersonal aspects of work. Bronkhorst, Tummers, Steijn & Vijverberg,  
(2015) also included communication, participation, group and leader relations, emotional 
support, and morale and group interactions. Benzer and Horner and Bronkhorst et al. 
concluded that organizational climate and culture related to greater mental health and 
work outcomes. Benzer and Horner distinguished between task and relational climates. 





Relational climate referred to work group relations and social recognition and 
acknowledgement, and therefore relates most closely to social environments in the 
workplace. Benzer and Horner found that relational climate was statistically reliable and 
had a moderate to large meta-correlation to job satisfaction (0.47), perceived stress 
(−0.25), managers’ ratings of worker performance (0.17), and workers’ ratings of their 
performance (0.42) (Daniels, Watson, & Gedikli, 2017).  
 
Social Work Integration of the Afrocentric Perspective  
 The Afrocentric Perspective (AP) provided a formative lens for social work 
supervisor and administrator intervention in the workplace. AP provided insightful 
knowledge about individuals, communities, and society on the micro, mezzo and macro 
levels (Schiele, 1996, 1997, 2013). The Afrocentric paradigm was a strengths-based 
perspective that highlighted the importance of humanity (Bent-Goodley, 2005). 
Humanity embraced the concepts detailed in this study and were keenly related to the 
human condition, regardless of race, ethnicity, gender, social or geographical location 
(Harvell, 2010). Maslow’s Hierarchy of Needs, which embraced emotional support, 
morale, social interactions, security, and personal development were all segments of a 
worldview that was inclusive of others while promoting the fundamental goodness of 
mankind (Maslow, 1970a, 1970b). As members of the workplace, employees, too, seek to 
be respected, supported, acknowledged, understood, and motivated. According to Bent-
Goodley (2005) and Schiele (2013), it was important to acknowledge key elements of 
African centered thoughts that embraced spirituality, collective functioning, sense of 





interdependent. Indeed, these concrete and specific notions of strength and relationships 
encouraged a sense of agency that can be a natural part of social work practice (Borum, 
2014; Byrdsong, Mitchell, & Yamatani, 2013; Schiele, 2013). 
 An African-centered social work supervisor or administrator utilized these 
strengths to build policies, practices and programs and to encourage his or her workers 
through transformational leadership. This approach is consistent with socio-technical 
systems (STS) when we examined the interactions between social worker supervisor, 
administrator and workplace complex infrastructures and human behavior. Similar to the 
Afrocentric perspective, socio-technical systems exhibit “resilience” in the face of 
unpredictable challenges and change and workers exhibited boundaries, purpose and 
strength in their ability to deliver services and sustain agency mission and goals in spite 
of their workloads, lack of support, minimum resources, and job stability. The socio-
technical approach argued that the workplace delivers services that were comprised of a 
social system, worker roles, culture, and goals and a technical system, physical 
environment, infrastructure, resources and tools. Work systems were only fully 
understood and improved when all systems were working together. When units were 
treated as separate entities, the system broke down and conflicts within the workplace 
ensued (Clegg & Walsh, 2004). 
 
Limitations of the Study 
There were limitations in the empirical data on the job satisfaction rates of social 
work supervisors and administrators (Poulin, 1996). As a result, it was necessary to 





identified by social work supervisors and administrators as factors that influenced 
continuous longevity and commitment to the field. This study assessed the relationship of 
job satisfaction rates between United States social work supervisors and administrators 
relative to their job, organizational and personal experiences. 
Three fundamental limitations were observed during the analysis of this study. 
The first limitation that was observed was the study population was not representative of 
the total number of social work supervisors and administrators in the entire United States. 
The second observable limitation was the low number of responses to the survey. Of the 
244 participants that were identified as opening the survey questionnaire, 128 survey 
participants were identified as completing the survey in one attempt while 35 survey 
participants were identified as completing the survey in two or more attempts; 163 
participants or .668% of survey participants were identified as completing the survey 
instrument in its entirety for use in data analysis. It was postulated that the low numbers 
of social work supervisor and administrator responses to the survey questionnaire 
resulted from the fact that the criteria established for completion of the questionnaire did 
not include the criteria of forced response for completion of the survey questionnaires. 
Thus, survey participants had the leeway to answer questions by using the online tool to 
provide written feedback. Contrastingly, it also was interpreted that a greater number of 
social work supervisors and administrators did not participate in the research study 
because they already experienced high rates of job satisfaction. The third limitation of the 
study was related to the measures of validity for the predictor variables of organizational 





satisfaction (Poulin, 1994, 1996). Limits in research on social work supervisor and 
administrator job satisfaction and organizational characteristics, job task factors, and 
personal characteristics had been conducted since the work previously conducted by  
Dr. John Poulin in the 1990s which contributed to tests for validity of the predictor 
variables on social work leader job satisfaction (Poulin, 1996). 
The surveys were self-administered and web-based. On-line, self-administered 
surveys did not allow for clarification of the questions, so interpretation may have 
differed among respondents. It was not possible to assess the truthfulness of responses 
from participants. The depth of information that could have been gained through 
conducting a qualitative study was not possible. Survey research described the 
associations between variables but did not probe into the reasons for the relationship. An 
equally important limitation was the survey length. It was observed that some 
respondents did not complete the survey while others stopped and logged in at a later 
time to complete the survey. This addressed the final sample size (n = 163) in comparison 
to the total number of logged in respondents who initially began the survey (n = 244). 
Because no compensation was provided to respondents, some respondents may not have 
been motivated to complete the survey. A third limitation that may have impacted survey 
completion rates was respondent fatigue. Research well-documented phenomenon that if 
survey participants attention and motivation drop while completing a survey, responses 
deteriorate or cease, which contributed to varying numbers for survey response 
completion items, or “n” responses. Survey completion rates may also have been 





limitation for this study is the lamentable lack of diversity, especially in terms of race, 
gender and ethnicity. The lack of representation of racial, gender and ethnic populations 
in this study limits the overall generalizability and potential impact of these findings for 
all social work supervisors, administrators and employees. 
 
Policy Implications 
Issues related to a strong, healthy workforce within agencies and organizations are 
important to policymakers because our government depends on this sector for the 
provision of a multitude of human services. A significant finding of this study was the 
importance of job satisfaction within the workforce and those variables that were critical 
to sustaining membership within the workforce. Social work supervisors and 
administrators are key motivators to worker sustainability. Workers were more likely to 
feel a deep sense of commitment and were less likely to want to leave their job when 
their work environment meets their needs and or they are professionally fulfilled. 
Another important finding of this study was that when considering job satisfaction within 
the workplace, supervisor attributes, coworker needs, and organization/agency resources 
were key variables for maintaining affective worker commitment. Because effective 
supervision is critical in job retention, a supervisory strategic plan to concentrate on 
supervisor and administrator training and effectiveness should be implemented as a 
policy change. Such an implemented policy may improve supervisor and administrator 








This study informs the need to consider the impact of organizational culture, 
leadership and supervisor/administrator leadership qualities on job satisfaction in the 
workplace. Second, this study used social work research combined with the Afrocentric 
perspective to strengthen affective commitment and reduce worker turnover in the 
workplace. This adds a new perspective to the literature. Third, this study has policy 
implications because social services serve a public purpose; this study enriches and 
supports the effective implementation of human services public policy. It is clear that the 
workforce depends on public policies to address important needs for vulnerable citizens. 
These organizations rely on committed employees to serve this group and reach the 
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Letter to Prospective Study Participants 
 
A STUDY OF THE CORRELATION BETWEEN JOB SATISFACTION AND 
ORGANIZATIONAL CHARACTERISTICS, JOB TASK FACTORS AND 
 PERSONAL CHARACTERISTICS AMONG SOCIAL WORK SUPERVISORS  
 AND ADMINISTRATORS 
 
You are invited to participate in a research study of Job Satisfaction among Social Work 
Supervisors and Administrators. You were selected as a possible participant because your 
member organization has identified you (as per the demographic information you provided to 
them) that you are either a supervisor or administrator in your respective organization and you 
have at least a Bachelor’s degree or higher in Social Work. Please read this entire email 
notification to ensure proper understanding and agreement with the study terms. Please note that 
you can withdraw from part or all of the study at any time.  
 
This study is being conducted by: Avis W. Turner, MSW, LCSW, ABD - Doctoral Candidate, 
Whitney M. Young, Jr. School of Social Work - Clark Atlanta University and all information 
collected will be included in her dissertation as per IRB protocol - Human Subjects Approval 
Code #: HR2016-10-681-1/A. Please understand that your name will not be used, nor will you be 
identified personally in any way or at any time. However, information provided during the study 
will be necessary to identify participants in the dissertation by job task factors, organizational and 
personal characteristics, (e.g., Supervisor working for a community-based social service agency, 
Program Coordinator/Supervisor within a public agency, CEO of a private social service agency, 
Associate Dean or other academic leader in a school of Social Work, rate of job satisfaction, 
years in the field, rate of job autonomy, gender, etc.).  
 
Background Information  
This proposed study will re-assess the correlation between job satisfaction and organizational 
characteristics, job task factors and personal characteristics among Social Work Supervisors and 
Administrators and will be a modified version of a previous study conducted by Dr. John Poulin 
which began in 1992. Prospective participants will be selected for the study utilizing convenience 
sampling. In this study the dependent variable is job satisfaction and the independent variables 
are organizational characteristics, personal characteristics and job task factors. The survey 
instruments which will be used during this proposed study will be codified versions of the Job 





the original study conducted by Dr. Poulin. This study is based on the original assumption that 
job satisfaction among Social Work Supervisors and Administrators is dependent upon Social 
Work Supervisor and Administrator’s personal characteristics, job task factors and their 
organization’s characteristics. In the original body of research conducted by Dr. Poulin, research 
findings indicated that both Social Work Supervisors and Administrators were satisfied with their 
jobs (Poulin, 1992, 1994, 1996).  
 
Procedures  
Study participants will be invited to participate in the proposed study through the use of email 
invitations. Each email invitation will include an explanation of the study, informed consent 
information and a link to the survey for completion. Upon accessing the link to the survey, 
prospective participants will be prompted to either participate in the survey or not.  If a 
prospective participant accepts survey participation terms, they will be prompted to start the 
survey and go to another screen. The estimated time to complete the survey is approximately 
fifteen minutes. If prospective participants refuse survey participation terms, they will have no 
access to the survey questionnaire and will be prompted to close the email communication. 
Responses from the completed surveys will be imported into an encrypted site maintained by 
Qualtrics, Inc. Participant survey data will then be exported to SPSS for analysis. 
 
Risks  
The information obtained from prospective study participants will be maintained in a secure and 
encrypted site managed and operated by Qualtrics, Inc. Data collected from study participants 
will be coded. To ensure anonymity, survey participants will not be required to provide their 
names and contact information once they have completed the survey, as such; there is no risk to 
study participants. By participating in this study, program participants will provide relevant data 
that will possibly be noted as important work that will potentially inform future Social Work 
policy and practices.  
 
Thank you so much for your time, consideration and participation in this body of work. 
 
 
Avis W. Turner, MSW, LCSW, ABD 
Doctoral Candidate 
Whitney M. Young, Jr. School of Social Work 
Clark Atlanta University 
223 James P. Brawley Dr. SW 










Social Work Supervisor and Administrator Job Satisfaction 
Instructions:  Please check the corresponding answer that provides the most accurate 
response for each statement listed below. Please provide only one response for each 
statement listed. 
 
Section I: Predictors of Job Satisfaction: Personal Factors - Demographics 
 
1. My gender is: 
 __  Male 
__   Female 
 
2. My age is within the following age range: 
__   20-29 
__   30-39 
__   40-49 
__   50-59 
__   60 and older 
 
3. The one racial/ethnic category that best describes me is: 
__   Black (African-American, not of Latino/Hispanic  
__   White 
__   Hispanic/Latino (regardless of race) 
__   Asian 
__   Other, _________________________ 
 
4. The highest Social Work degree I have received is a: 
 __    BSW 
 __    MSW 
 __    DSW/PhD  





5. I am employed: 
__    Full-time 
__    Part-time 
__    Per Diem 
__    Other, _________________________ 
 
6. I work in the following work setting:  
__    State/Local Government 
__    Federal Government 
__    Private Non-Profit 
__    Private For-Profit 
__    Other 
 
7. I function at the following level within my organization: 
__     Supervisor 
__     Administrator 
 
8. My health status is: 
__     Excellent 
__     Good 
__     Fair 
__     Poor 
 
9. I have been a Social Work Supervisor/Administrator for: 
__    Less than 5 years 
__    5-10 years 
__    11-15 years 
__    More than 15 years 
 
10. My current salary is: 
__   Under $40,000 
__   Between $40,000 and $59,999 per annum 
__   Between $60,000 and $79,999 per annum 
__   Above $80,000 per annum 
 
11. I am fearful that the sluggish economy may threaten my job security: 
 __    Yes 
 __     No 
 
12. I worry about paying my bills: 
 __    Yes 






13. I believe that the sluggish economy has limited opportunities for advancement in 
my specialty: 
 __    Yes 
 __     No 
 
14.  I work in one of the following specialties:  
 __     Medical 
 __     Long-term Care 
 __     Social Services 
 __     Mental Health/Developmental Disabilities 
 __     Other, _______________________________ 
 
15. I have been employed with my organization for:  
 __      Less than 5 years 
 __      5-10 years 
 __      11-15 years 
 __      More than 15 years 
 
16. I feel that I am a person of worth, or at least on an equal plane with others. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
  
17. I feel that I have a number of good qualities. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
18. All in all, I’m inclined to feel that I am a failure. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
19. I am able to do things as well as most other people. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 








20. I feel I do not have much to be proud of. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
21. I take a positive attitude toward myself. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
22. On the whole, I am satisfied with myself. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
23. I certainly feel useless at times. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
24.  I wish I could have more respect for myself. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
25. At times, I think I am no good at all. 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
Section II: Predictors of Job Satisfaction: Organizational Factors 
 
26.  My organization/agency employs an adequate number of support staff: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 






27. My organization/agency employs an adequate number of professional staff: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
28. My organization/agency provides an adequate amount of organizational 
resources: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
29.  I am satisfied with the staff interactions among coworkers at my 
organization/agency: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
30.  I am satisfied with the staff interactions between professional and support staff at 
my organization/agency : 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
31. I am satisfied with the staff interactions between professional and administrative 
staff at my organization/agency: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
32.  My supervisor cares about me as a person: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 










33.  My supervisor makes me feel comfortable: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
34.  My supervisor backs me up:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
35.  My supervisor provides me with emotional support: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
36. My supervisor enhances my morale: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
37. My supervisor takes my needs into consideration: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
38. My supervisor provides me with feedback: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
39. My supervisor creates a climate of trust: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 








40. My coworkers care about me: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
41. My coworkers are comfortable with me: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
42. My coworkers back me up: 
 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
  
43. My coworkers provide me with emotional support:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
44. My coworkers increase my morale: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
45. My coworkers take my needs into consideration: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
46. My coworkers provide constructive criticism: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 







47. My coworkers can be trusted:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
48. I am satisfied with my salary: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
49. I am satisfied with my benefits package: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
50. I am satisfied with the professional development opportunities offered by my 
organization/agency: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
Section III - Predictors of Job Satisfaction: Job Task Factors 
 
51. I have a great deal of autonomy on my job: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
52. I have flexibility when carrying out my job tasks:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
53. I have influence over the procedures used to carry out my job tasks:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 





54. I experience a great deal of stress on my job:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
  
55. I work under fixed time pressures:  
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
56. I am concerned that the sluggish economy will negatively impact my job security: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
57. My organization/agency has added non-supervisory/administrative duties to my 
current  supervisory/administrative job tasks due to the sluggish economy: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
 __   Strongly Disagree 
 
58. I am concerned that the sluggish economy has negatively impacted my 
opportunities for growth within my organization/agency: 
 __   Strongly Agree 
 __   Agree 
 __   Disagree 
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